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ABSTRACT 
Counseling Working Women with Families: 
A Developmental Model 
(February, 1985) 
Ruth E. Backes 
M.Ed., Ed.D., University of Massachusetts 
Directed by: Professor Grace J. Craig 
This exploratory study examined some of the issues around counsel¬ 
ing working women with families. A conceptual model, based on the 
literature review, proposed that a shifting focus on work, family and/or 
self might be age related. 
Thirty-six counseling hours with six women, aged 30 to 60, all 
full-time workers, all married with children, all native-born Caucasians, 
and all college graduates, formed the basis of the study. The counseling 
method included the establishment of a partnership between counselor and 
counselee; the identification of problems by counselee with the coun¬ 
selor acting as supportive guide; the mutual search for solutions; and 
the mutual assessment of problem solving strategy. 
Four major conflicts were explored: the development of individual 
standards vs what are thought to be societal norms; autonomy and 
separation vs enmeshment in the family; roles and responsibilities as 
wife/mother vs^ roles and responsibilities as worker; and myths « 
realities around both work and family. 
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The relationship of age to the changing focus of work, family 
and/or self seemed illustrative of the predictions of the model. The 
work/family interface appeared to be especially conflictual for these 
subjects during the decade of the 301s; the literature suggests that 
the decade of the 40's may be a time of introspection and focus on self 
and there was some evidence that this might be so. By the 50's con¬ 
flicts appear to have moderated considerably and work issues predom¬ 
inated in these sessions. Although families were of primary importance 
to this group of women, the need and desire to work remained consistent 
throughout and the struggle focussed on how to do both without sacri¬ 
ficing either. 
The dissertation highlighted the need for more research on the 
complex counseling needs of working women with families and the 
changing focus on work and family for them over the life course. 
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CHAPTER I 
INTRODUCTION AND STATEMENT 
OF THE PROBLEM 
Women have always been part of the American labor force (Kessler- 
Harris 1982) and women have always been wives and mothers in families. 
Usually, though not always, women have been one or the other; an em¬ 
ployed worker or a wife/mother. What is characteristic of today's 
working woman is that she is likely to be a wife/mother as well as a 
paid worker (BLS 1983). Furthermore, she is likely to remain in the 
work force during the time when her children are growing up, taking 
very little time away from her job for child birth or early child 
rearing. This trend is predicted to continue and in fact to increase 
during the next decade (U.S. Census Report 1984). 
Working women with families, therefore, are an increasing socio¬ 
logical and economic phenomenon. While there is growing recognition of 
this important cultural development, societal adaptations have not 
always kept pace with new needs, among which might well be a form of 
counseling addressed to the special problems of the working woman with 
a family. 
Working men with families are considered a societal norm, and the 
structure of the family and the community support his dual role (Bowles 
& Gintis 1976). Working women with families, however, are something of 
an anomaly, and neither the family structure nor the community struc- 
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ture fully support her dual role. Her role of employed worker is 
sometimes at odds with her role of wife/mother, both in role definition 
and in role responsibilities (Darley 1976). The "juggling act" with 
which so many working women with families are familiar is both exhila¬ 
rating when it succeeds and highly stressful when it doesn't. The 
"self-system" either grows and develops in the process or is diminished 
and damaged. The personal experience of the woman in both the work and 
family settings may be affected by social and economic forces of which 
she is only partially aware. Such things as wage differentials, 
horizontal segregation, or the availability of child care may affect 
her satisfaction with her own ability to cope, without her under¬ 
standing the sometimes subtle effects these broader social and economic 
conditions have on her personal experience as a competent and well¬ 
functioning woman. 
The following pages will examine the workplace and the family as 
these affect women, and consider developmental issues for women as 
these are related to both the workplace and the family. A conceptual 
model for exploring the interface of work, family and self for women as 
these may shift along the life course, will be presented. 
Work 
The importance of work in the lives of human beings nas been noted 
throughout recorded history. Freud believed that work is a major 
linchpin of the personality and his famous dictum also included the 
observation that one's ego and sense of identity are closely related to 
the work one does (cf. Rohrlich 1980). 
The definitions of work vary. On the one hand, work is the means 
to sustain physical life by earning an income which buys food, clothing 
and shelter; on the other hand, work is a way of occupying oneself cre¬ 
atively to produce something of value and merit and making a contribu¬ 
tion to one's society. To most, the definition of work falls somewhere 
in between, both providing a living and offering at least a modicum of 
satisfaction and opportunity for personal and professional growth. The 
concept of work as "employment for pay" is that used by the U.S. 
Department of Labor and by economists, sociologists and labor his¬ 
torians. This definition: "employment for pay," seems to ignore, not 
only the creative element of work but also the vast numbers of people, 
primarily women, who work without pay: housewives, volunteers who give 
countless hours of work to their communities, and artists and artisans 
who work but whose products do not always earn them an adequate living. 
Nevertheless, for purposes of this paper, we will reduce an infinitely 
rich and complex phenomenon into this simple definition, work as "em¬ 
ployment for pay." 
Women and Work 
All but 10 percent of women work some time during their lives and 
over 50 percent of all women are currently in the labor force (US8LS 
1984). women have always worked, despite the persistence of myths that 
claim otherwise. Historians of the labor movement (e.g., Wertheimer 
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1977; Tax 1980; Kessler-Harris 1982); statistics of the U.S. Department 
of Labor; historical overviews of women in the professions and in aca¬ 
demia (e.g., Ginzberg 1966; Rossi 1971; Yohalem 1979); reviews of blue, 
pink, and white collar workers and womenin business and industry 
(e.g., Komarovsky 1967; Kreps 1971; Howe 1977; Walshok 1981) point up 
again and again that the work force has always included a significant 
proportion of women and more significantly still, that the proportion 
has increased steadily from the 19th century to its present rate of 
nearly 50 percent of the work force and over half of all women. It 
seems unarguable then that women have made and continue to make a 
serious commitment to wage earning. Even so, it is still believed by 
many that for most women work is an interim activity until marriage, 
involving minimum career goals or a way of resolving the "empty nest 
syndrome" later in life, again with minimal career commitment. This is 
an invalid assumption for a great number of women, many of whom work 
for the same reasons men do: self support, support of children or 
other dependents, professional/career dedication and a desire to be 
"in the world." Walshok, in her study of blue-collar women, writes: 
~For most women today paid employment is a rewarding experi¬ 
ence. Regardless of the type of job, women appear to be 
finding high levels of satisfaction in their employment. 
Women workers seek in their work the same things men do: 
feelings of competence, of making a contribution, of being 
necessary, of being productive, and of being in control of 
their time and energy. What appears to differentiate the 
work experience and the meaning of paid employment for men 
and women is differing economic opportunities and societal 
expectations . . . paid employment has come to represent 
for women an important end in itself . . . jobs that men have 
found understimulating, women accept because it is better 
than staying home. (Walshok 1981:xvii) 
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Most women, having entered the work force, find it challenging and 
absorbing (e.g., Hennig & Jardim 1976; Yohalem 1980). Personal growth, 
a realization of their up-to-now untapped abilities, their potential 
for advancement, their acceptance as competent and even gifted contri¬ 
butors to the work place, are heady inducements not only to remain, 
but to set their sights somewhat higher than they might have originally 
believed possible. Along with their salaries, then, they receive 
unforeseen benefits that are personally and professionally rewarding. 
On the other hand, they are also confronted with certain realities 
of the work place which hinder their progress, highlight inequties, tap 
into feelings of inadequacy, and seem to make upward mobility an idle 
dream. For example, despite legislation which mandates equal pay for 
equal work, economic inequity has not changed significantly: women 
still earn 59 cents for every dollar men earn and in other ways are 
economically at a disadvantage (Bureau of the Census 1984). There are, 
for example, inequities in Social Security, insurance, disability and 
health insurance, inheritance laws and in the definition and pay 
patterns of "men's jobs" and "women's jobs." A male janitor, for 
instance, makes significantly more than a female housekeeper in the 
same organization, even though their tasks are similar (e.g., Howe 
1977; Corcoran & Duncan 1981). In addition, the culture and structure 
of most organizations, including business, industry, and educational 
and human service organizations, favor the upward mobility of men but 
keep women in low-level, dead-end, routine jobs which thwart their 
ambition and provide almost insurmountable blocks to achievement (e.g. 
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Kanter 1977; Moore & Rickel 1980). Added to this are the myths which 
surround women managers and women executives, portraying them as 
unattractive and inhuman at best, incompetent at worst (e.g., Collins 
st alia 1979; Kanter 1977). Sexual harassment on the job, far more 
prevalent than has been supposed (MacKinnon 1979) provides yet another 
difficulty in the work setting which many women must deal with and for 
which there are few resources. Then there are the unacknowledged and 
continuing prejudices that prevent women in academia and the profes¬ 
sions from achieving full status and comparable rewards as their male 
co-workers, regardless of their credentials (e.g., Abramson 1975; Perun 
1980). And the woman who is a member of a "dual-worker" couple has a 
double burden. Evidence points up the fact that although she is giving 
her energies and talents to her job as fully as her mate, she neverthe¬ 
less continues to carry the major share of the household and its many 
responsibilities (e.g., Horvath 1980; Shaevitz & Shaevitz 1980). 
These realities of the workplace are symptomatic of the basic 
social and economic systems of the society. Essentially patriarchal in 
concept, they keep women in low-level, low-status positions in the work 
place (Zeretsky 1976). Class, ethnicity and age exacerbate the 
situation; Afro-Americans and Latinos, older women and underclass 
women find the workplace even more exploitative and discriminatory than 
those who do not carry these additional burdens (U.S. Labor Bulletin 
575, 1979). 
The inducements which draw women into the workplace are often 
counter-balanced, then, by the forces which may either drive them out 
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or make the experience less than fully rewarding. The woman who finds 
the situation unbearable may seek help in one of several ways, 
depending to some extent on the nature of the difficulty or her 
interpretation of the difficulty. She may turn to a psychotherapist, 
believing that the fault lies in her own inadequacy or inability to 
cope. She may seek out a career counselor, wondering if it is the job 
itself that needs to be re-assessed. Or, if work problems are spilling 
over into family life, she may turn to a family therapist to try to 
work through the problem. If all three are at issue—self, work and 
family, a not unlikely situation—she is indeed in a dilemma, since 
there are few counselors trained to deal with all three areas. Yet 
increasingly for women, the "overlap" of self issues, work issues and 
family issues need to be addressed as a composite, not as separate 
problems. 
Working Women and Families 
Women's function in the family has not changed significantly 
through time; she has traditionally had responsibility for caring for 
children, tending to the needs of her husband and taking care of the 
house and preparing meals, with the myriad peripheral tasks that 
accompany each of these responsibilities. Whether or not she works 
outside the home does not significantly affect her responsibilities 
within the household; it is assumed that her primary responsibility is 
to the family and that outside work will be done in addition to this 
primary responsibility (e.g., Pifer 1979; Pleck 1979). 
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The Woman's Movement which began in the 1960s has highlighted this 
situation; it has not changed it. Egalitarian marriages, which imply 
an equal sharing of household labor and child care, while given a good 
deal of attention and lip service by both husbands and wives, have not 
completely lived up to the pronouncements made about them (e.g., Wein- 
garten 1978; Pleck 1979). Husbands of wives who work may do slightly 
more; they do not do significantly more. 
Women in this situation--working and managing households--experi- 
ence, understandably, significantly more role conflict than either 
their husbands or non-working wives (Holohan & Gilbert 1979). Their 
primary loyalty typically is to families: children and husband. When 
they are forced to choose between work and family, they are very likely 
to give the job second place status regardless of the professional 
consequences. 
Few of the "dual career" families, wherein both husband and wife 
work full time, give the wife's job equal status to the husband's. The 
traditional expectation is that the man's career is more important and 
that his job will take precedence over hers (e.g., Mahoney and Rich¬ 
ardson 1979). Since economically the husband is likely to earn ap¬ 
preciably more than his wife (BLS 1983), it is understandaable that his 
job is considered more valuabale. On the other hand, women are often 
overqualified for the jobs they do (e.g., Bianchi 1984) and this may 
further devalue the job in the eyes of both husband and wife, or it may 
make it doubly precious to the wife since it seems to be all that is 
available. The built-in conflict is evident. 
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What happens when a woman outstrips her husband in the workplace? 
When her salary is higher than his; when she attains higher status than 
his? Phil 1iber and Hiller (1983) suggest that it puts the marriage at 
risk; that divorce or separation may result and does result in well 
over half of the cases studied. The psychological process which 
occurs has not been examined; the research indicates only that in 
marriages where the wife surges ahead in her career more rapidly than 
her husband, their marriage deteriorates. Women who are aware of the 
threat either give up their high salary and demote themselves to a 
lower income level or change their area of work to a lower status area. 
If a wife who is an executive in a prestige business moves to education 
or a human service institution, the threat is reduced. Her higher 
earnings are then mitigated by her lower status, the husband is no 
longer threatened and the marriage remains intact (Philliber & Hiller 
1983). For many women resolution is a lonely process; it is awkward to 
acknowledge that one's husband is threatened to the point of divorce 
when his wife is more successful than he is. 
The notion of what makes a good wife and mother and what makes a 
successful job holder are often antithetical to each other. If she is 
good at one, it is assumed that she cannot be good at the other. 
Darley (1976) writes: 
If it is correct that good mothers are assumed to be rather 
less good as job holders or, conversely, that a woman who 
is a success in her occupation is assumed to be necessarily 
lacking as a mother, then it is clear that working women 
are in an unresolvable conflict. (Darley 1976:93) 
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Admittedly there is conflict; whether it is "unresolvable" is open 
to argument. In all areas of life, qualities that are serviceable in 
one area may well be destructive in another. One can play a hard, ag¬ 
gressive, combative game of tennis and, when the game is over, be a 
warm and loving friend of one's former competitor. One plays many 
roles in a lifetime or even in the course of a day. We can make the 
assumption that the more integration and consistency one can develop 
across roles the less internal conflict and distress one is likely to 
feel. But the issue for women becomes that of being judged for her 
behavior in one setting and having that judgment used against her in 
another. Men, for example, can be considered hard, aggressive, 
battling lawyers or business men; they are not considered to be poor 
fathers thereby. They are judged by how they behave as fathers; their 
courtroom manners are not brought into question when their function as 
parents is at issue. For women, however, there is often a "cross-role" 
judgment and it is the realization that she is being judged in one 
realm for her behavior in another that is devastating and destructive 
(Darley 1976). 
Women and the Self 
Emerging knowledge about developmental issues for adult women 
suggests that many work/family problems and satisfactions change in 
degree of importance and acuteness over the life course. What is 
devastating at 30 may be taken in stride at 50; what is rewarding at 45 
may be an annoyance or an intrusion at 35 or 55 (Sheehy 1979). Whether 
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a woman is "on time" or "off time" for family/work decisions figures 
importantly in the way she responds to them and handles them (Neugarten 
1979, Rossi 1981). Work in this area is exploratory and tentative; 
results are inconclusive. But it is increasingly clear that women's 
lives are affiliatively and instrumentally complex and that there are 
important shifts along the life course which must be taken into account 
in the counseling setting. Added to the complexities of the workplace 
and the demands and satisfactions of the family are factors of the life 
course and the timing of events which characterize it. So yet another 
piece of the complex mosaic which is a woman's life must be understood 
and considered when this woman decides that she needs counseling. To 
treat any single part without a full understanding and appreciation of 
the other components is to do a great disservice to women. 
Statement of the Problem 
It seems clear that working women with families bring to the 
counseling setting problems which are not easily separated. However, 
the integration of the work/family/self systems is not, in the 
counseling setting, customarily examined as a whole, nor are the 
individual components always seen by the counselor as elements in a 
total picture. Part of this segmentation is due to the fact that 
counseling, like many other professional disciplines, tends to divide 
and re-divide itself into specialties. So there are family counselors 
and career counselors and individual counselors and group counselors 
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and marital counselors. And each of these divisions is not infrequent¬ 
ly further divided according to philosophical or clinical orientation. 
A counselor, for example, may approach family therapy from either a 
systems or a psychodynamic orientation; an individual counselor may be 
a Rogerian or opt for the more participatory Gestalt method. 
Feminist therapy has focused large on self-system issues; for 
example, Williams (1977) in Notes of a Feminist Therapist devotes less 
than half a dozen pages (out of 214) to work issues, and "family" as a 
topic is not even indexed. 
The counseling orientation--Rogerian, Gestalt, Freudian, reality, 
psychodynamic, bioenergetic, behaviorist, psychodrama or an eclectic 
mix of all or parts of these--may be less important than other conside¬ 
rations. These include: awareness of developmental issues for adult 
women; knowledge of the workplace with its complexities and biases and 
of women's role in that setting; knowledge of family dynamics and some 
understanding of the partiarchal society which reinforces women's tra¬ 
ditional role in the family; and knowledge of how these elements relate 
to and are reinforced by each other. 
The working man with a family is an accepted societal norm. The 
working woman without a family or the non-working wife with a family 
have been accepted societal norms. The new combined role for women-- 
the working woman with a family--is still considered somewhat deviant 
despite the fact that it is becoming a statistical norm (BLS 1983). 
But the separate roles have not been modified to accommodate each 
other. The responsibilities of the workplace are added to the 
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responsibilities of the home, increasing role conflict and complexity 
and requiring a kind of "juggling act" for women of duties, demands, 
commitments, priorities, aspirations, responsibilities and time allot¬ 
ments that is highly stressful when the components of the "juggling 
act" become unsynchronized or when the energy of the woman cannot 
sustain the demands made on her. Conflicting expectations, both self- 
imposed and societally-imposed, of women as affiliative homemakers 
versus women as instrumental workers, exacerbate the conflict. As a 
result, working women with families are confronted with the need to 
continually re-define themselves as wives/mothers and as competent 
workers and to integrate these competing self-definitions into a 
functional and satisfying entity. 
The problem, then, has two major components: 
I. The complex issues of work and family as these affect the 
working woman with a family: 
1. What is the appropriate conceptual framework for 
understanding more completely the competing and 
often contradictory expectations of working women 
with families? 
2. How is this conceptual framework modified or changed 
for women along the life course (specifically from 
30 to 60)? 
II. The implications for counseling: 
1. How can this model assist and inform the counselor 
of working women with families? 
There appear to be few if any training programs for counselors 
which address these issues as a composite or which incorporate them 
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into their curriculum. Many reasons may be posited; what seems most 
likely is that the work/family/self interface has not, for women, been 
seen as a pressing issue. It seems vital to consider its relevance as 
more and more women with families enter the workplace on a more or less 
permanent basis, and as more and more women are confronted with the 
difficulties and stress that their multiple roles invite. 
A counselor of older men would consider it necessary to learn 
about adult male development as well as geriatrics; a child therapist 
studies infant development and the impact of environment on growth; an 
adolescent psychologist studies adolescents and their environments. 
So, too, should the counselor of working women with families acquire 
the requisite knowledge related to the workplace and families and adult 
female development to do an adequate job of counseling them. 
The counselor of working women must be trained to be aware of 
dichotomies and anomalies in the lives of women who work. She must 
understand the toll these conflicts take and be prepared to examine the 
realities without diminishing the woman's enthusiasm for working. The 
stresses of managing a job and a family are interrelated and must be 
viewed not as separate entities but as pieces of a mosaic which can, 
with knowledge and understanding, form an integrated and rewarding 
whole. 
Significance of the Study 
Women have always been part of the labor force and women have 
always been wives and mothers in families. What is characteristic of 
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today's working woman is that she is likely to be a wife and mother as 
well as a paid worker. In addition, older women with families are 
entering and remaining in the labor force. This trend is predicted to 
continue and, in fact, increase during the next decade (BLS 1983). 
Therefore, working women with families of all ages are an in¬ 
creasing sociological and economic phenomenon. Societal adaptations to 
this situation must be made. Among these may well be the availability 
of a kind of counseling that recognizes the complexity of women's lives 
and adapts its knowledge base, its philosophical tenets, and its mode 
of practice to their needs. 
This study may be a small beginning in this direction, pointing to 
some of the specifics as they arise in the counseling setting, 
analyzing these in relation to what is known of women's developmental 
processes, and proposing modifications based on a melding of what is 
now known and what might be learned from this study. 
The weaving together of these heretofore somewhat disparate 
threads seems particularly propitious at this time, as it becomes 
increasingly clear that the steady movement of women into the work 
force is not likely to abate. Indeed, all evidence indicates that it 
will continue with increasing strength. The study might also trigger 
an increased awareness of the need to re-think old models of counseling 
women in light of this development. Counselors and counseling training 
centers must begin to conceptualize more comprehensively as they 
address women's problems, taking into consideration the complexity and 
depth of women's lives. 
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Delimitations of the Study 
This very small and limited study is a beginning look, in a 
counseling setting, at working women with families. It has two major 
components: the model itself, which has as a conceptual base the 
thesis that there is an important overlap among work, family and self¬ 
systems for women which have been sometimes ignored in counseling; and 
the testing of the model, which included six counseling hours with six 
working women with families, a total of 36 hours. The limitations of 
each of these components will be addressed in turn. 
The model assumes that three hitherto unrelated areas of litera¬ 
ture and research--family research, workplace research and women's 
development research--are in fact closely related. But this is an 
untested assumption, its validity or partial validity the thesis of 
this study. It does not take into consideration other important 
factors in women's lives: friendship networks, family of origin 
support systems, and so on. 
Testing of the model is limited in its validity by the size of the 
sample as well as the limited characteristics of the subjects. They 
were all Caucasian, all married with at least one child, all working 
full time, all high school graduates. Therefore, the study cannot be 
applied to non-Caucasians, women less educated, unmarried women, or 
childless women or unemployed women. Nor can it be applied to women 
over 60 or under 30. The women were drawn from a New England college 
community, which further limits the applicability of the findings. 
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The method of testing the model in itself has serious delimita¬ 
tions. Counseling is imprecise and highly individualized; its use as a 
research tool cannot therefore be accurately gauged. In addition, the 
interpretation of counseling interventions is highly subjective; what 
one assessor might see as positive, another might see as less so, or 
even negative. Different orientations to counseling produce different 
results, sometimes dramatically different. 
In addition, the group might be atypical, more prone to problems 
than "ordinary" working women, perhaps married to unusual men or with 
particularly difficult children, or in especially demanding or taxing 
jobs, or with personal inadequacies that made them more susceptible to 
problems. 
Another more obvious way of testing the model would be to design 
and administer a questionnaire to large numbers of women, controlling 
for different variables: age, social class, type of employment, size 
of family, ethnic group, and so on. This beginning testing of this 
model may pave the way for designing a questionnaire which asks the 
right questions, and is able to interpret the results with more under¬ 
standing of the complexity of women's lives. 
Purpose of the Study 
The purpose of the study is at least twofold: 
1. To develop a dynamic, developmental model of working women 
with families, which will: 
a. recognize the competing and overlapping demands of 
work, family and self for working women with families; 
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b. allow for changes in the focus of work 
self along the life course; 
family and 
c. inform and assist counselors of working women. 
2. To examine the usefulness and reality of the model in a 
counseling setting by: 
a. selecting women who are representative of the focus 
of the study; who are full-time workers, married 
with at least one child; 
b. offering them a counseling experience which follows 
expected counseling patterns; e.g., one-hour sessions 
once a week with an experienced counselor; 
c. selecting these women on the basis of age to note 
possible variations in the work, family, self demands 
along the life course. 
d. controlling other variables as much as possible to 
establish a group as homogeneous as possible (edu¬ 
cation, ethnicity, marital status, children, work 
status). 
The study will attempt, through in-depth counseling/interviews, to 
identify stress areas relating to work, family and self-systems for 
women and to assess and understand the conflicts arising for women 
around family and work issues. It will attempt to identify the 
specifics in each area and relate these to general conceptualizations 
as these emerge. It will attempt to provide a model for evaluating 
some of the issues that surface. It will also attempt to offer to 
counselors some specifics that will aid the process of counseling 
working women with families. 
Perhaps most important of all, it will attempt to trigger interest 
in the special issues of working women with families as these relate to 
counseling, and thereby improve the mode of counseling now available to 
working women. 
CHAPTER II 
REVIEW OF THE LITERATURE 
The Review of the Literature will report on three areas of re¬ 
search related to working women with families. It will begin in the 
first section by exploring the development of women's "self-systems" 
with a major focus on adult development issues as these relate spe¬ 
cifically to women along the life course, the particular issues of 
women in their 30's, 40's and 50's given special attention. 
It will examine the family and women's roles and responsibilities 
therein, noting a variety of viewpoints of women's tasks and relation¬ 
ships within the family. It will explore to somewhat greater extent 
the "dual-worker" family, wherein both husband and wife have a major 
commitment to careers. 
Finally, it will look at the workplace, beginning with a history 
of women in the work force from Colonial days to the present, noting 
the ubiquity of their contributions and the steady increase of women 
participants in the work force through time. Then it will review the 
literature on women and economics, looking at pay scales, job differ¬ 
entiations between men and women with their concomitant pay inequities, 
legislation intended to ameliorate this condition and its present 
status, and finally age variations of women in the work force and how 
these are changing. 
It is impossible to separate the three sections cleanly. When 
looking at the "dual-worker" family, we must in fact examine the econ- 
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omics of that dyad; when looking at family issues we cannot fail to 
note that the working wife and mother maintains two full-time jobs, one 
of them in the public sphere, the other in the private sphere. As in a 
woman's life, the three areas overlap with each other. Nevertheless, 
to get a reasonably clear picture of each segment, they are separated 
into three divisions. 
Jhe Development of "Self-systems" Adult 
Development Issues for Women- 
Women's experience in the workplace is recognizably different from 
that of men. It has been noted that women receive less pay for the 
same work, they are commonly segregated into lower-level, lower-paying 
jobs, they are more often than not overqualified for the jobs they 
hold, and their attempts to improve their status have met with limited 
success. Are there factors in their development as women, or elements 
in their early training as family members, that foster their acceptance 
of this situation? And, in spite of it, maintain their attachment to 
the work force? 
A number of observers of human development have suggested that 
women do not develop an objective moral sense (Kohlberg 1973); they do 
not develop the ability to reason (Freud 1931); nor can they function 
autonomously (Erikson 1964); nor can they make impartial, impersonal 
judgments (Jung 1933; Kohlberg 1973), all of which make them unfit for 
the "adult" world of work, where these qualities are considered neces¬ 
sary for maximally effective functioning. This viewpoint has recently 
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been challenged by a number of researchers, who assert that women are 
not inferior to men, they are simply different (Miller 1973; Chodorow 
1978; Gilligan 1982). Their work is based in part on earlier writings 
of Thompson (1942) and Horney (1967), psychoanalysts whose work with 
women led them to dispute Freud's earlier assumptions of the social and 
sexual inferiority of women. Gilligan (1982) writes that "a problem in 
theory became cast as a problem in women's development. . (p. 7), 
implying that the issue is not that of the qualities that women acquire 
ad adults, but rather how these qualities are judged by an essentially 
male-dominated society. Chodorow (1978) observes that every society is 
organized by a sex/gender system,’ set up in such a way that it is 
systematically reproduced. All sex/gender systems thus far have been 
male dominated, with the family the locus of social organization, 
wherein appropriate gender-specific behavior is learned. She writes: 
Mothers and children form the core of domestic organiza¬ 
tion . . . men find a primary social location in the public 
sphere . . .Men's location in the public sphere then 
defines society itself as masculine, (p. 9) 
The public sphere, then, is essentially "masculine" by definition 
and the domestic or private sphere essentially "feminine." The public 
sphere, by virtue of being controlled by the dominant sex, is con¬ 
sidered more valuable and the qualities useful to that world more 
highly regarded. Gilligan (1982) refers to these as a "morality of 
rights" which are based on achievement and individuation. The ex¬ 
pectation that boys will move into this public sphere mandates 
separation from the mother; separation becomes essential for their 
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development as boys as they individually go out into the world to 
compete and achieve. 
Girls, on the other hand, do not separate fully. They are en¬ 
couraged to identify with home and family; their role model is their 
mother, whose area of influence is in the private sphere. Relation¬ 
ships are more highly valued and a morality of care and responsibility 
develops. The importance of attachments becomes integral to a woman's 
development; women develop more permeable ego boundaries and are less 
threatened by intimacy. In fact, Chodorow (1973) writes that the 
"basic female self is connected to people; relational abilities and 
preoccupation have been extended -in women's development and curtailed 
in men's" (p. 169). Female gender identity is likely to be threatened 
by separation; males tend to have difficulty with relationships while 
females tend to have difficulty with individuation. 
Gilligan (1982) proposes that men's "morality of rights" focused 
on separation and achievement is antithetical to women's "morality of 
care and responsibility" which is focused on connections. She writes 
of: 
women's enbeddedness in lives of relationships, their 
orientation to interdependence, their subordination of 
achievement to care and their conflicts over competitive 
success, (p. 171) 
and indeed those characteristics which are fostered in girls and women 
have not always served them well in the world of work, where 
competitiveness and individuation are considered crucial to high 
achievement, except in those fields where the "morality of care and 
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responsibility" is an integral component of the work. These fields 
include essentially the human services, where indeed women are found in 
large numbers and in fact predominate (BLS 1983). 
Two studies of successful women in the workplace reaffirm the 
effect of early training on women. Hennig and Jardim's (1977) study of 
high level managerial women in business found them to be highly com¬ 
petitive, independent from an early age and focused on high achieve¬ 
ment. The subjects were first or only daughters with no brothers. 
They were close to and very influenced by their fathers; they were in 
most ways brought up more as boys than girls. Their fathers were their 
models and not until they became adolescents was there any recognition 
given to their femaleness; then their normally passive mothers 
asserted themselves and insisted on the importance of "feminine 
behavior," largely defined as behaving in socially acceptable ways: 
more passivity, more attention to pleasing men and so on. And although 
the fathers abrogated their roles as mentors temporarily, they ulti¬ 
mately "countered the traditional notion of femininity which conflicts 
directly with achievement" (p. 125) and again encouraged the values of 
competence and ability. All 25 women considered independence and 
autonomy characteristics which they both valued and considered im¬ 
portant to their own successes; intimacy and relationships were not de¬ 
valued, they were simply not an important part of their lives until 
success had been achieved. 
On the other hand. West's (1979) study of 14 top-level women in 
the human services was designed to explore not only the barriers women 
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face in attaining high level positions, but also the positive aspects 
of women's early experience in the family. West was intrigued with the 
possibility that certain elements of women's socialization might, con¬ 
trary to the beliefs of other theorists (Epstein 1971; Barker S Allen 
1976; Bird 1976; Hennig S Jardim 1977), actually contribute to their 
success as leaders. Sensitivity to others, the ability to manage both 
instrumental and expressive responsibilities concurrently and effi¬ 
ciently (which most women, as home managers, mothers, wives and working 
women, learn to do very well) should contribute to their success in the 
workplace, not impede it. Attention to the "human relations" aspects 
of management did indeed contribute to the success of the women West 
studied; their leadership styles combined ''feminine'' and “masculine" 
qualities in a highly effective manner. 
West learned that the majority of the successful women in her 
study were the daughters of working women who had also successfully 
managed families, been active in their communities and who had imbued 
seemingly contradictory qualities in their daughters by both example 
and encouragement: strength and gentlemess; autonomy with interdepen¬ 
dence; competence with warmth and concern for people, and so on. all 
of the subjects considered their mothers to have been the most influen¬ 
tial person in their lives: mothers were role models for the 
daughters. 
There was another difference between these two groups of successful 
women besides parental influence. Hennig and Jardim's subjects were in 
top positions in highly competitive businesses; West's were in top 




What appears evident from these studies is that certain "male" 
values individuation, achievement, separation, aggression-when 
imparted to small girls, produce women who absorb and internalize these 
values, while the “female" values-intimacy, involvement and caring for 
others—can be transmitted along with "male" values and that a women, a 
mother, can model this androgyny. 
Curtis (1976) also notes that working mothers have a positive, not 
negative, effect on their daughters, encouraging independence and self- 
sufficiency together with the qualities of cooperation and helpfulness 
and the development of skills at an early age. 
As more and more children grow up in families with working 
mothers, we might expect some of the exclusively "relational" qualities 
in girls to be mitigated somewhat by qualities of autonomy, assertive¬ 
ness and desire for achievement without losing thereby the concern for 
relationships with people that is thought to be characteristic of most 
women. 
Changes along the Life Line 
Thirty to sixty 
Do women shift their focus from being highly relational and 
"other" oriented to being less relational and more "self" oriented 
during their lifetimes, assuming that they begin their lives in this 
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traditional manner? The answer appears to be in the affirmative, 
although it is complicated by many factors, not the least important of 
which is the period of history at which they reach a certain age. 
Recall, for example, women who were in their 20's at the peak of the 
Women's Movement, whose statistically predictable movement into 
marriage and motherhood was rechanneled into work and political action. 
Nevertheless, given the exigencies of history, there do seem to be 
predictable developmental changes which occur. Since this study is 
focused on the years form 30 to 60, of particular interest is this 
three-decade period. Stewart (1978) found women in their 30's invested 
very heavily in relationships; if they had them, they were an important 
focus, and if they did not, becoming involved in a relationship was 
extremely important to them. Many felt that their biological time 
clock was running out; it was difficult for them to give full attention 
to anything until this need was satisfied. Those women who are "on 
time mothers, who have had children in their 20's and 30's are, 
whether or not they are working mothers, likely to be heavily invested 
in their families. 
It appears that a women's focus on relationships and enmeshment 
with others diminishes somewhat as she approaches her mid-40's. 
Whether hormonal changes are taking place as she approaches menopause 
or whether family changes--primarily children leaving home--urge her in 
a new direction, there is mounting evidence that she feels a need for 
self-assessment, a rethinking of values, and a search for a more 
focused life direction. Disengagement from mothering begins in the 
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mid-40's (Livson 1976) and there begins a vague discontent with the 
present, a "not very quiet desperation" (Lowenthal 1975:219). 
Charlotte Buhler identifies 45 to 48 as a period of high stress and 
Else Frenkel-Brunswik (1968) notes that at age 45 there is a definite 
and recognizable reshifting of focus. Deutsch (1945) suggests long 
submerged creative urges begin to surface in women in their 40's. 
Lowenthal et alia (1975:243) writes of the possibility of a "develop¬ 
mental crisis in women (mean age 48) facing the postparental stage" and 
suggests that the more personally complex women exhibit the most acute 
signs of distress. 
Barnet and Baruch (1978) have pointed out that studies of mid-life 
women have largely ignored the place that work has in their lives. 
Increasingly, women in the 40's are developing a major commitment to 
work (BLS 1983). And there are other complex and interacting factors: 
critical life events, family stage, a variety of timing of life events, 
historical factors and so on (Elder 1978; Hareven 1978; Neugarten 1979) 
that must be taken into consideration when assessing the lives of 
mature and maturing women. In a recent study of mid-life women and 
their adolescent children, Rossi (1980) noted an age span at birth of 
first child of 23 years; the mothers' age range at birth of first child 
was from 16 to 39. 
There is a great deal of evidence that working is a protective 
shelter against despair and anomie for the mid-life woman. Pearl in and 
Johnson (1977) have observed that social isolation is a precursor to 
depression. Weissman and Paykel (1975) observed in their studies of 
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depressed women that a job is a protection against the symptoms of 
depression; women in their sample who manifested acute depression in 
their home settings were without symptoms at work, regardless of the 
kind of work they did. Rubin (1979:176) quotes a woman in her mid-40's 
as saying: 
Almost any job looks good as long as it offers the 
possibility of getting out of the house into socia 
interaction with other adults. 
Komarovsky (1966) reported the same attitude toward working among 
blue collar women of this age: any job was better than staying home. 
There is a certain unanimity of judgment among those who have 
researched and reported on women-in their 50's. It is apparent that a 
significant change takes place between the somewhat stressful, search¬ 
ing period of the 40‘s to the energized, self-accepting, commanding 
style of the 50's. Those who negotiate the somewhat stressful period 
of the 40's, increasingly by returning to work (BLS 1983), move into 
their 50's to what Sheehy (1979) calls a "high plateau" and what 
Margaret Mead has termed PMZ: postmenopausal zest. On the other hand, 
Bart (1971), in her study of hospitalized mid-life women suffering from 
acute depression, found that these were women who had over-invested in 
their children and when these children left home, found life to be 
meaningless and empty. Turner and Troll (1979) identified this 
unwanted attention to the children as the "Cassandra function." 
The critical turning point seems to be at about 55 when women 
reach a "zenith of happiness at their mid-50's and remain thereafter on 
a high plateau" (Sheehy 1979:55) and what Rubin (1979:18) calls a 
“revolution of rising expectations." Women see themselves as more 
competent, assertive, independent and increasingly effective in 
interpersonal relationships. In general, their self image becomes very 
positive, far more than in the years just prior to this period in their 
lives (Lowenthal et alia 1975). There is a new emphasis on work and 
achievement and they begin to establish a firm sense of identity for 
the first time in their lives. Back (1971) suggests that women of this 
age begin to shift from a focus on others to their own abilities and 
potential accomplishments. 
Women in their 50's begin to endorse values traditionally held by 
men: action and involvement, generally instrumental as opposed to 
affiliative behavior (Gutmann 1975; Lowenthal et alia 1975; Neugarten 
1979; Rubin 1979; Troll and Turner 1979). Gutmann (1975) has looked at 
a reversal of male-female characteristics across cultures and writes: 
older men are on the whole less agressive: They are more 
affiliative, more interested in love than in power. . . . 
We also find, across a wide range of cultures, that women 
age psychologically in the reverse direction. Even in 
normal patriarchal societies, women become more aggressive 
in later life, less sentimental, and more domineering. 
They become less interested in communion and more turned 
toward agency. Thus, over time and across sex lines, a 
massive transcultural involution takes place: . . .the 
older wife becomes something of an authority to the 
husband; and through these various sex-role changes, there 
is ushered in the normal unisex of later life. (p. 171) 
Despite reports of renewed sexual compatibility (Rubin 1979; Sheehy 
1979), there is evidence that the marriage becomes less salient for 
women (Bernard 1971). Women begin marriage with high hopes and great 
expectations where men are likely to be less euphoric (Lowenthal et 
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alia 1975). This situation reverses itself somewhat as the years go 
by, so that marriage becomes increasingly valuable to men and 
increasingly less so for women (Beyer and Whitehurst 1976). Bernard 
(1971) has noted that marriage is likely to have a more beneficial 
effect on men than on women; it is possible that a component of the 
depression noted in women in their 40's is a realization that the 
marriage has not lived up to expectations. On the other hand, by the 
50's, there is either a philosophical turn of mind that accepts the 
marriage as a comfortable compromise of hopes and realities or a 
turning away from the issues of the marriage and household to a 
movement back into the world of work. 
The Family; Women's Roles 
and Responsibilities 
The definition of family beyond the initial mother/father/children 
constellation is becoming increasingly broad as adults and their 
children form untraditional households: as single-sex adults join 
forces and adopt or bring with them children of a former liaison; as 
men and women divorce and remarry, forming new families with 
stepchildren; as single women opt to have children without marriage; 
and as single women or single men, through divorce, death or separation 
from spouses, become heads of households, responsible for the well- 
being of their children. As the definition broadens, the number of 
families that can be included in these new family categories increases 
(Bureau of the Census 1984). And the families described by Stack 
(1979) are yet another variation on the theme: largely male-less 
groups of women who provide each other with the support usually found 
In families as they supply each other's needs for sustenance, 
nurturance, money, food, clothing, shelter, furniture, sociability and 
ritual (Stack 1979). 
Despite these wide variations in family patterns and structures 
that have emerged over the past two decades, women’s roles in the 
family have changed far less than the family itself. She is still 
responsible for maintaining the home (doing household chores), 
caring for children and providing/preparing food, whether or not she 
works outside the home full time or part time (Zeretsky 1973; Kantor 
1977; Weingarten 1978; Pifer 1979; Pleck 1979). 
Deutscher (1969) describes the family cycle as: 
. . . beginning with the marriage of a young couple, the 
bearing, rearing and marrying of their children, through 
the time when they are alone together, until the ultimate 
death of one or both of them. (p. 142) 
The variations on this central theme are so manifold as to make 
this description of the family life course almost meaningless. Perhaps 
more important, the definition leaves out a crucial consideration for 
women as well as men, which is work. The work course and how that 
relates to the family life course, how they impact on each other, have 
become major factors in family life (Elder 1973; Hareven 1979; 
Neugarten 1979; Rossi 1979). Many women enter or re-enter the labor 
force at a time in the family life course when a man is beginning to 
separate himself from his commitment to his career (Back 1971; Seear 
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1971; West 1979). Gutmann (1975) has noted that women, cross-cul¬ 
tural ly, become more instrumental or agentic in their behavior in their 
late 40's while men become more affiliative. A woman's entry into the 
labor force may exacerbate her instrumental behavior although she is 
likely even so to continue to give primary importance to relationships 
within the family (Gilligan 1982). 
Important to this study of women with families who are also 
working women is this concept of family timing as it relates to 
personal life course timing. Of particular interest is the timing of 
the birth of children in relation to the age of the mother and the 
timing of the work pattern components of the mother. Is she "on time1' 
for job entry (normally 18 to 23) but "late" for the birth of her first 
child or subsequent children? Is she "late" for job entry (perhaps 
entering in her late 30's or later) and "on time" for giving birth to 
her children? Does she enter the work force "on time," leave to have 
children on time," and then re-enter the work force in her 40's, on a 
beginner s level which puts her "off-time" with her co-workers from the 
standpoint of age and experience, most of whom will be younger but more 
work-wise? What does this do to her role and responsibilities and 
relationships within the family? And to the woman who establishes her 
career on time, leaves the work force in her mid-30's to have children 
as she becomes aware that her biological clock is running out, and is 
"off time" by a decade or more having and rearing children. This woman 
will confront, in her late 40's, the special problems of having teen¬ 
age children at a time when certain of her own developmental issues are 
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surfacing, and in her 50's when her focus is likely to turn to work 
instead of total absorption in family issues (Rossi 1980). 
Parson's (1955) description of the typical/ideal American family: 
mother as affIllative, nurturing, serving; father as agentic, task 
oriented, wage earner, boundary keeper; mother subservient to father, 
is still endorsed as ideal by some family therapists and theorists 
(e.g., Lidz 1968). More radical theorists (Engels 1942; Mitchell 1966; 
Zeretsky 1973) have challenged this notion, pointing out that the 
family of this type keeps women in a subservient, powerless position 
and reinforces the patriarchal society. Bowles and Gintis (1976) write 
that the family so defined is a critical link in the capitalist 
economy, producing both labor power and consumer power and that, in 
order to sustain the capitalist system the family must be maintained in 
its traditional form. 
The immediate relevancy of Bowles and Gintis's theorizing about 
the family as a critical link in the capitalist economy finds its way 
into the conceptual model by way of the counseling dyad, where what is 
likely to be dealt with are these societal pressures versus the desire 
of the woman to explore new directions and develop new role configura¬ 
tions. If, as Bowles and Gintis suggest, the society is invested in 
maintaining the more or less traditional male/female roles, then 
society's armory--television, press, and so on--may well be brought to 
bear on this issue sometimes in very subtle ways, and the individual 
woman who seeks to make changes may encounter barriers which are 
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difficult to identify. The counselor who is sensitive and knowledge¬ 
able about such issues is more likely to understand and be supportive 
of her client. 
There seems to be no disagreement that the status of women in the 
family has not changed significantly through history, although her 
roles have modified with changing times (Rapoport 8 Rapoport 1978; 
Shaevitz S Shaevitz 1980). And though the public image shifts somewhat 
in line with changing public values-for example, the highly moral and 
repressed Victorian wife, and the home-focused, child-oriented wife of 
the 1950s and the more liberated working wife of the 1970s and 1980s— 
the private experience of women has a surprising consistency. Rossi 
(1976) suggests that: 
The most difficult area to change is the covert social 
mores in family life. . . . The differentiation between 
mother and father. . .is learned at a tender, formative 
stage of life; and, consequently, we carry into adulthood a 
set of . . . sex role expectations that are extremely 
resistant to change, (p. 82) 
Her point is that, despite legislation and public statements in 
favor of equality, the programming done in the family is very hard to 
undo. She points out that: 
They [women] may be dominant and affirmative mothers with 
their own children, or as teachers in classrooms, but 
pliant and submissive as wives . . . . (p. 82) 
[And] since women typically live in greater intimacy with 
men than they do with other women, there is potential 
conflict within family units when women press hard for 
sexual equality. . . . (p. 83) 
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Further, she writes: 
JrMHvUv6? t0 [WOrk at high leve1s of efficiency and 
5J®1' • • squires a social arrangement in which 
' * J s^em ?*rves as the shock-absorbing handmaiden 
of the occupational system, (p. 85) 
underlining Bowles and Gintis's (1976) observation, suggesting further 
that "families . . . take their own shape from the demands of 
capitalism." Another aspect of this relationship bewteen the family 
and the workplace is that the family is mirrored in the world of work, 
where women continue to take on the low-level "service" jobs and find 
themselves in subservient roles while men are commanding, managing and 
in decision-making roles (Bernard 1975; Hartmann 1976; MacKinnon 1979; 
Kessler-Harris 1982). 
In the context of working women and the family, women have 
historically placed family before work and men have historically placed 
work before family. But, like the affective/instrumental dichotomy of 
men and women, this separation is not absolute. There are times when 
both men and women shift loyalties. But men's and women's roles have 
been basically circumscribed--the woman responsible for maintaining the 
integrity of the family within the home, the man representing the 
family behond the boundaries of the home, and earning the money to keep 
the family intact. 
As multiple statistics, with their indications of human varia¬ 
tions, are tallied into bland averages and mythical "everyman" or 
"everywoman" emerges, it is easy to lose sight of a special kind of 
reality. The notion of the woman as a somewhat incompetent but loving 
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and nurturing keeper of the hearth, and the man as a competent, 
efficient worker in the world does not acknowledge the enormous 
possibilities for encompassing both extremities within the same person, 
man or woman. Given the variations of human character and personality, 
this approaches irresponsibility. 
Aside from the relative status of men and women in both family and 
work settings, how do work and family impinge on each other in less 
personalized ways? Kanter (1972) observes that certain occupations 
encourage a high rate of "absorptiveness" or boundary penetration of 
families, often to the extent where it becomes impossible to know where 
one begins and the other leaves off. She cites farms, family 
restaurants and family retail establishments as examples and, at the 
other end of the spectrum, the high executive whose wife and family are 
expected to play certain roles connected with the man's job. 
Ministers, politicians, and some service positions (such as physicians) 
also depend heavily on the participation and support of wives and 
families in a way that leaves unclear what is family responsibility and 
what is work responsibility. Papenak (1973) reflects that the wife's 
performance in these areas may seriously affect the course of the 
husband's career. She calls it a "two-person single career." The 




Whether there is a difference between the "dual-career" couple and 
the "family in which both husband and wife work," is not fully clear in 
the literature. Pifer's (1979) term "two-worker family" is a more en¬ 
compassing descriptive term, but Staines' et alia (1978) term "dual¬ 
worker" family seems most pertinent. The implication of a "dual¬ 
career couple is that both members of the couple have an equal attach¬ 
ment to their work commitments and that neither job takes precedence 
over the other; there is a further implication of an "egalitarian" mar¬ 
riage (Huser & Grant 1978; Rapoport & Rapoport 1978; Holohan & Gilbert 
1979; Shaevitz & Shaevitz 1980; Smith 1980). Contrariwise, the impli¬ 
cation of the "traditional" working couple is that the male is the 
"primary" earner and the wife is the "secondary" earner. But neither 
of tnese anomalies has been clearly spelled out. Not infrequently, 
attachments to the labor force shift throughout a lifetime. For exam¬ 
ple, a wife may be a part-time or occasional worker through much of the 
early family life, while the husband is the primary earner. As child¬ 
ren grow up and leave home the wife not uncustomarily returns to school 
to hone her professional skills and thereafter makes a major commitment 
to her work, in the process perhaps developing a new career direction 
(Fogarty 1971; Seear 1971; Barker & Allen 1976; West 1979). At the 
same time, her husband may be "winding down" his career, and though he 
may continue to be the primary earner in terms of bringing in the major 
portion of the family income, his dedication to his career may have by 
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now diminished considerably while hers may have increased impressively 
Thus, the working couple in their 30's may present a very different 
work/family profile than the couple in their 50's (Lowenthal 1975; 
Ewer, Crummins & Oliver 1979; Neugarten 1979; Hareven 1980). 
Personality qualities and attitudes of dual-worker couples are at 
the outset somewhat different from more traditional couples, wherein 
only the husband works (Calder & Ross 1976; Araji 1977). Huser and 
Grant (1978) found that dual-worker couples are more flexible in 
applying personal values, more "inner" directed and that husbands and 
wives are more closely identified with each other than in more 
traditional couples. Wives are more self-actualized, husbands less 
traditional in outlook. Husbands of non-working wives are the most 
traditional of all, believing that a wife's working adversely affects 
children and family life (Araji 1977; Huser and Grant 1978). 
Traditional attitudes concerning sex roles are the major barrier to 
egalitarian marriages, "egalitarian" being defined as an equal sharing 
of work, child rearing and household chores (Smith 1980). And egali¬ 
tarianism is a rarity, even in dual-worker couples where both have 
major commitments to careers. Child care is almost never shared 
equally; by far a major portion is assumed by the woman, not only when 
she takes time off from her job to have children, but also when she 
returns to work. While the husband may do slightly more, he does not 
do significantly more (Weingarten 1978; Pifer 1979; Pleck 1979). 
Whether this is because she is conflicted about leaving at all, as 
Bailyn (1970) suggests, or whether husbands find other activities than 
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child cars more compelling, is not completely clear. As well, 
household tasks are not shared equally, despite verbal assurances to 
the contrary (Pleck 1977; Pifer 1979). Berk and Berk (1978), 
translating this division into money, estimated that working women 
contribute $3,600 worth of household work, working husbands $1,300, and 
school children $900 each. (These are 1978 calculations; the market 
rate for 1984 would be significantly higher. Berk and Berk are ana¬ 
lyzing replaceable work, primarily house cleaning, dishwashing, and 
other basic chores.) Even in families where a concerted effort is made 
to equalize home chores, most wives feel a primary responsibility for 
keeping the house running smoothly and therefore assume the role of 
household maintainer. Smith (1980) suggests that marriages revert very 
quickly to traditional patterns when children are born to dual-worker 
families, even when the couple has a strong commitment to egalitarian- 
ism. 
Holohan and Gilbert (1979) point out that women in dual-worker 
marriages experience significantly more role conflict than their mates; 
they are adding a role (that of worker), whereas their husbands are 
maintaining expected roles of work and family participation patterns. 
As noted, work roles and family roles not infrequently make mutually 
incompatible demands and expectations for women; what is considered 
more appropriate for one setting might well be considered inappropriate 
for the other (Darley 1976). 
There is a high degree of saliency between the stress/conflict 
level of the wife and the degree of her husband's support of her work 
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role. High work commitment on the part of the wife and low support 
the part of the spouse equals high stress for the wife (also Rapoport & 
Rapoport 1969; Bailyn 1970; Gordon & Hall 1974). Lower conflict in 
both sexes is associated with high self-esteem, more pro-feminist 
attitudes, higher spouse support, and high career commitment (Holohan 
and Gilbert 1979). Burke and Weir (1976) found that working wives were 
less concerned with reaching fulfillment through relationships, more 
oriented toward control of their own destinies, more agentic and more 
instrumental than the average woman. Bird (1979) reports that working 
women have a greater degree of the instrumental and agentic qualities 
thought of as male and infers that these women therefore have more in 
common with working men than with the (presumed) more affiliative stay- 
at-home women of comparable age and sex. Instrumentality may be a more 
decisive factor than education when the decision to work is made, 
although education has been considered the single most consistent 
factor contributing to the decision of the wife to work; the more 
education she has the more likely she is to be in the work force 
(Ginzberg et alia 1966; Rapoport & Rapoport 1978; Bird 1979; Matthaei 
1980; Yohalem 1980). However, studies of dual-worker couples have 
focused largely on the middle class--academics and professionals--where 
women are more likely to have attained high educational levels. Stud¬ 
ies of working class families (Komarovsky 1967; Walshok 1981) indicate 
that a significant percentage of these women work, many of whom have 
not gone beyond 12 years of school. So the findings may not hold up 
when a more representative sample is made of the entire population. 
41 
Researchers have found few dual-worker marriages where "her" 
career got equal billing with "his." The traditional expectation is 
that the man's career is more important and that his job will take 
precedence over a wife's (Palona & Garland 1971). Bryson, Bryson, and 
Johnson (1978) studied 196 dual-worker couples, all of whom were 
psychologists. There were consistent differences between the sexes. 
Wives were less productive than their husbands and were less satisfied 
with the progress they were making in their careers. Wives in this 
sample spent considerably more time on child care than their husbands, 
even though the authors suggest that male psychologists might be 
expected to vary from the norm in this respect. This may be due to a 
clear reluctance on the part of the men in the sample to modify 
ambitious career goals. There was an expected inverse relationshhip to 
family size and productivity of the women; the more children, the less 
professionally productive the wives in this sample were found to be. 
Ewer, Crummins and Oliver (1979) report similar findings in their 
studies: the more children, the less likely the woman is to work. 
However, an interesting correlate is that when children in a large 
family reach adolescence, the more likely the woman is to work. They 
suggest that a greater need for money is one obvious reason and also 
that older children can now take responsibility for their younger 
siblings while their mother is at work. 
Mahoney and Richardson (1979) studied in some depth the "perceived 
status of husbands and wives who work. It has been an accepted tenet 
(e.g., Rossi 1974) that a family's status is reflective of the 
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husband's job. Despite Saf11ios-Rothschild's (1975) challenge to that 
assumption-she suggested that dual-worker families have two status 
lines, the wife's as well as the husband's-it appears that there is 
little change; families still derive their status from the husband's 
job, regardless of the status of the woman's. 
History of Working Women 
Important to the concept of the working woman is her history. A 
brief and even cursory look at the history of working women 
demonstrates their ubiquity; women have been part of the labor force 
from the earliest days of the settling of the country. Much of the 
time, they have been "invisible," unacknowledged by historians until 
very recently. Although the United States Census didn't record women 
workers until 1860 (Dublin 1979), Colonial towns kept good records and 
these demonstrate with some eloquence the variety of jobs that women 
held: they were innkeepers (known in those days as "ordinaries"), 
pewterers, shipwrights, gunsmiths, pumpmakers and butchers. They ran 
printing presses, gristmills and sawmills. They operated drygoods and 
general stores. They ground eyeglasses, made netting and rope, cut and 
stitched leather goods and were housepainters. They were often the 
town's undertaker. Midwives delivered between three and four thousand 
babies during a typical career. Until after the American Revolution, 
most doctors were women. Of 78 Colonial newspapers, 16 were edited by 
women (Demos 1970; Wertheimer 1977). Margaret Brent was the Colonies' 
first lawyer and Eliza Lucas Pinckney developed the first indigo crop. 
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And Martha Smith almost single-handedly build the whaling industry 
(Kessler-Harris 1982). 
The laws and customs of the Colonies encouraged women to maintain 
their "wifely tasks," but the needs of the new settlement for all kinds 
of services encouraged women to operate in the public sphere as well as 
in homes and on farms. In 1656, towns began to establish community 
mills and pay women to clean and card the wool and spin the yarn. As 
the number of unmarried women grew (in Massachusetts toward the end of 
the 17th century, there were 100 women for every 90 men), they were 
increasingly drawn into the work world as a means of self support. 
The woolen and cotton mills in particular needed their skills at 
carding and spinning yarn; they came to be known as "spinsters" 
(Barker-Benfield 1976; Wertheimer 1977; Dublin 1979). The British, for 
whom the American colonies were an important market for their own 
woolens and cottons, limited the size of colonial mills, which 
encouraged the system of "putting out" work, paying women to handle 
parts of the process at home. This custom continued in greater or 
lesser degree to the 20th century, and is again becoming an important 
source of labor for industry (Kessler-Harris 1982). Vermont farm women 
doing "cottage-industry" work at home: knitted sweaters, quilts, 
handwork; and women working for the computer industry at home, 
developing microchips, are examples of this in 1984. 
During the Revolutionary War, and indeed in all subsequent wars, 
women replaced working men in a variety of occupations. And although 
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-nost relinquished their jobs when the men returned, many did not. It 
was the early part of the 19th century, however, when the British no 
longer controlled American industrial growth, which witnessed the most 
dramatic changes in women's place in the work force (Dublin 1979; Tax 
1980). The development of the textile mills in New England-particu- 
larly in Massachusetts--™ the first quarter of the 19th century 
heralded a massive movement of young women into these factories; by 
1816, well over half of the labor force in the mills was composed of 
women and by 1822, 65,000 of 100,000 mill workers were female (Dublin 
1977; Degler 1980). The Hamilton Company in Lowell, Massachusetts 
records that, in July 1836, 85 percent of those employed were women. 
Ninety-six percent of these women were native born, drawn from the 
surrounding rural villages of Massachusetts, Vermont, and New Hampshire 
(Wertheimer 1977). 
By 1850, women were employed in nearly 175 industries, largely 
manufacturing, and comprised over 25 percent of the more than a million 
workers so employed. Degler writes: 
The labor of women was an impetus to the Industrial 
Revolution in America. Women's labor was considered a 
major national resource, supplying a major part of the 
labor in textiles and a significant proportion in other 
industries. (1980:368) 
Throughout these early days of the Industrial Revolution, women 
workers were primarily native born. Groups of young women would come 
from the same rural community to work and live together in factory 
boarding houses. The feeling of group solidarity made the "turn-outs" 
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(strikes) of 1834 end the 1840s possible end to e lerge extent 
successful; women "turned out" for better working conditions end e 10 
hour day. 
Women whose seleries were absolutely necessery for the survival of 
their femilies, end who elso needed the edditionel weges open to men 
doing the same or similer work, sometimes dressed es men end took men's 
jobs. O'Emilio (1983) describes this phenomenon: 
In the nineteenth and early twentieth centuries the 
phenomenon of passing (women passing as men) offered 
working women ... an immediate, substantial improvement 
their economic status. . . . Some women dressed as men 
adopted male mannerisms, and entered the public male 
sphere. Lucy Ann Lobdell, a woman who passed for almost 
thirty years, explained the pecuniary motives behind her 
decision to begin cross-dressing in the 1850's: 
"As hard times were crowding upon us, I made 
up my mind to dress in men's attire to seek 
labor, as I was used to men's work. And as I 
might work harder at housework, and get only a 
dollar a week, and [as] I was capable of doing 
men's work, and getting men's wages, I resolved 
to try." (D'Emilio 1983:97) 
The extensive immigration of the mid- to late-19th century changed 
the face of the mills as largely Irish immigrant women willing, out of 
dire need, to work for less money and put up with more primitive 
working conditions, drove the native-born women out of the mills 
(Wertheimer 1977). At approximately the same time, around the turn of 
the century, a more "genteel" work became available to native women, 
working in stores and offices. Kessler-Harris writes: 
The self-imposed social restrictions on the kinds of jobs 
women were prepared to take, coupled with employers' 
eagerness to offer gentility as a partial substitute for 
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fe^readi 1 v-availaM11 1nevitable crowdi"9 °f women into a 
with eaf L I 1 ab,L°CCUpat,ons- The* wore competing 
with each other for the same jobs. The "crowdinn" nhon 
access tTl^■ °k tw0 ,levels: « denied women ?n g'ene^ai 
certain kinds l?b?;,hand lt,‘:°nf1ned particular women to 
e cam kinds of jobs. . . .Where job shifts did occur ac 
in some clerical work, or where new jobs were created ’such 
as typewriting, entire categories of jobs normally shifted 
over or were designated as women's work . .90 percent of 
all wage-earning women worked in job areas where women we?e 
exacerbated^h^nrnhi In the end’ crowd1n9 and competition 
exacerbated the problems women faced as workers. They 
sacrifmed higher wages for the relative satisfactions of 
198240-141 ^Compatrio^s or of doing respected work. 
While white middle class women workers became clerical and 
salesworkers and, increasingly, teachers and nurses, successive waves 
of immigrant Italian, Polish, Russian, German women provided labor for 
the factories that native women had left (Dye 1977; McLaughlin 1977; 
Vogel 1977). They moved into the garment industries of New York and 
were also found in significant numbers in allied industries along the 
Eastern seaboard (Jacoby 1977; Wertheimer 1977). Their attempts to 
attain decent wages and humane working conditions were met with 
consistent and implacable resistance by factory owners and managers, as 
it had in the earlier days. The organization of the the International 
Ladies' Garment Workers Union (ILGWU) to represent these thousands of 
women is a bitter history, with strikes, sit-ins, picket lines and 
organization meetings called over and over again to make small gains. 
Working women were aided immeasurably by the Women's Trade Union 
League, a combined group of upper class women and working women 
dedicated to improving the conditions of factory workers. WTUL members 
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taught industrial workers the rudiments of organizing and of education 
the public and each other about the appalling conditions of the 
factories; WTUL members walked with striking women on the picket lines 
lectured at various kinds of meetings abour working conditions for 
women, and raised money for striking workers (Oppenheimer 1972; Cantor 
S Laurie 1977; Dye 1977; Groneman 1977; Jacoby 1977; Jameson 1977; 
Kessler Harris 1977, 1982; Tax 1980; Wertheimer 1980). 
Women in the -genteel- jobs-office workers, salesclerks, nurses, 
teachers, 1 ibrarians-though consistently underpaid have not, until 
recently, organized themselves to press for better wages and more 
reasonable working conditions (Howe 1977). Women in men's unions have 
by and large not fared well either in assuming leadership roles or in 
pressing for equal wages for women. The powerlessness of women workers 
in men's unions is due to multiple and complex factors; an examination 
of these is beyond the scope of this review. The "protective" laws of 
the 1920s, designed and supported by the newly formed Women's Bureau of 
the Department of Labor, were ultimately considered to limit women's 
ability to earn comparable salaries to men and the repeal of these laws 
in the 1940s was considered a major victory for working women. It must 
be remembered, however, that wages and working conditions for all 
workers had improved considerably during this interim. 
In a brief review of the history of working women, much must, of 
course, be left out; not even alluded to. For example, black women 
workers, whose history goes back to well before the Civil War and 
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continues to the present. They have remained the lowest paid of all 
workers and have formed the bulk of the most menial of service workers 
-household workers have always been primarily black women. The ex¬ 
periences of Chicano and Latino women workers duplicates the experience 
of earlier minority workers. 
The history of women in the professions and in academia is a 
repetition of that of industrial white workers except for the fact 
that, by and large, individual women, as opposed to groups of women, 
have attempted to batter down the walls of prejudice, segregation, and 
exclusivity. The battles they won--gaining admission to medical 
schools, law schools, prestigious universities (or indeed an^ universi¬ 
ties for a long time), schools of art and architecture and departments 
within these institutions which systematically exclude women, have been 
slow and painful and against incredible odds. Barker-Benfield (1976) 
has written about obstetrics, a medical specialty that was systematic¬ 
ally and deliberately taken away from women midwives to become an 
almost exclusively male area of medicine when it became clear that it 
could become a profitable one. Harris (1974) has written of the 
Second Sex in Academe," pointing out that women are systematically 
discriminated against and have been throughout the history of higher 
education in the United States. Epstein (1981) has looked at the 
history of women in law, and although the record is better—currently 
near 50 percent of law school students are women--it is still not good, 
and shows no sign of becoming a truly "equal" profession. One can take 
L 
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the history of any field which women have tried to enter and encounter 
the same sad story. And yet women have persisted and continue to 
persist, partly through economic necessity, partly through recognition 
of their own abilities and a desire to put them to productive use, and 
partly because they have been encouraged and helped by their parents or 
teachers or ministers or friends. And periodically, throughout 
history, there have been national feminist movements that pointed out 
economic and social injustices and urged and supported women who 
attempted to right them by directly challenging the system that was 
determined to exclude them. 
Is it likely that things will change in the future for women? 
Statistically, there are some interesting developments which indicate 
that within the labor force, women are shifting patterns somewhat. For 
example, older women are entering and remaining in the work force in 
increasing numbers. In 1940, 27.2 percent of women aged 35 to 44 were 
working; by 1960, that number had risen to 42.6 percent. For the first 
time, "mid-life" women began to outnumber young workers in the labor 
force and in 1983, the percentage of women in this age group who were 
working was 64.1 percent, compared with 61.5 percent in the 25 to 34 
age group. Increasingly, too, women over 45 were opting either to re¬ 
enter or remain in the workplace; Degler (1980) calls this a major 
trend of the 20th century. Another transformation which has begun to 
occur is the movement of mothers of young (under 6) children into the 
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workplace; by 1970, it was over 30 percent and by 1975, the figure had 
risen to 36.6 percent (BLS 1976) and it is still rising. 
Three trends which characterize women workers of the 1970s and 
1980s are first, the fact that working women on average are better 
educated (have more years of education) than men. In 1973, for 
example, under half of all white males in white-collar jobs had 
completed an average four years of high school, while three-quarters of 
women in that job category had. In service jobs, twice as many women 
had four years of high school education, or more than men. Second is 
the tendency for women to be employed in occupations where few men are 
employed-what Degler (1980) calls segregation by gender and what 
MacKinnon (1979) and Kanter (1977) call horizontal segregation. Third 
is the across-the-board differential in women's wages as compared with 
men s (MacKinnon 1979; Wolf & Fligstein 1979; Degler 1980; BLS 1984) 
and this is not expected to change. The more pessimistic economists 
are predicting, in fact, that it may fall further. 
Table 1 demonstrates the steady rise in women's employment figures 
from 1920 to 1983. A significant drop, from 36.1 percent to 27.6 
percent following World War II, was followed by a slow but steady rise 




Percent of All Workers and of Women 
in the Work Force, 1920-1983 














































Note. Statistics from: Handbook of Women Workers 1975 (BLS) 
Report 575 BLS 1979, Bureau of the Census 1984. 
The conceptual model of counseling working women with families 
must take full account of the history of women in the workplace, noting 
that through time, individually and collectively, women have dealt with 
the problems of gaining and keeping a foothold in the labor force. The 
counselor of working women functions most effectively when she is 
knowledgeable about this proud and painful history. An understanding 
of the obstacles which women have overcome gives depth and under¬ 
standing to the counselor's repertoire of helping skills. It is impor¬ 
tant for counselors of working women to convey, through the richness of 
their understanding of this history, that the working woman who comes 
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for guidance is not alone in her struggle for economic and professional 
equity, nor are her problems unique nor hers along. She stands, not on 
the shifting sands of serendipitous employment, but on the sturdy 
foundation of 365 years of American women in the workplace. 
The Economics of Working Women 
An economic statistic that does not change from decade to decade 
is the wage differential between men's and women's work. It has re¬ 
mained at 59 percent for the past 30 years, having gone down from 64 
percent in the 1940s and early '50s, and shows little evidence of 
changing (Bureau of the Census 1984). The Bureau gives these compar¬ 
able statistics by sex and education for annual income as shown in 
Table 2. 
Table 2 
Compared Male and Female Annual Wage 
by Educational Attainment: 1983 
Educational Attainment Male Female 
Elementary-School 
Less than 8 years $13,561 $ 8,133 
8 years $15,800 $ 9,841 
High School 
1-3 years $16,705 $ 9,690 
4 years $19,545 $12,023 
College 
1-3 years $22,166 $13,765 
4 years or more $30,593 $17,549 
Note that the man with less than eight years of education earns 
almost as much as a women with one to three years of college, and that 
a man with four years of high school earns more than a woman with four 
or more years of college. 
The median income in 1983 for white families, with either one or 
two earners is shown in Table 3. 
Table 3 
Median Income for White Families — 




In dual worker couples, when wives are the primary earners, her 
wages average $23,574; if husbands are primary earners, his wages 
average $30,112. Husbands whose wives are primary earners have a low 
attachment to the labor force; that is, they work either part time or 
for part of the year only. The median income of secondary earners is: 
husbands — $21 ,000; wives —$10,600 (Bianchi 1984). 
Sixteen percent of working wives in dual worker families earned 
more than their husbands; 2 percent earned the same amount; and 82 
percent earned less. These are dual worker couples where both workers 
are full time; committed to their jobs. (Bianchi 1984). 




64 are in the labor force. By age group: 61.5 percent of women „ the 
25-34 age group; 54.1 percent of women in the 35-44 age group; and 47.8 
percent of women in the 45-64 age group. These are married women, 
living with their husbands (Bureau of Labor Statistics 1983). These 
are up considerably from 1972 and 1962, as shown in Table 4. 
Table 4 
Percent of women in the Labor Force 
by Age, 1962-1983 







Interestingly, unemployment rates for older adult women, the top 
half of this 25-64 year old age group, are lower than those for the 
group as a whole, but when they become unemployed they are less 
likely to find another job (Rones 1983). 
Pay differentials (unequal pay for equal work) and categorical 
wage differentials (categories of employment which include primarily 
women workers who, as a class, are paid less than men in similar 
occupations) continue to exist despite legislation designed to 
eliminate such discrimination: Fair Labor Standards Act (1938); Equal 
Pay Act (1963); Title VII of the Civil Rights Act (1964); Presidential 
a 
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Directive 11246 (1965, 1968); Education Amendments Act (1972); and the 
Equal Employment Opportunities Act (1972) (Jongeward 4 Scott 1975; 
Degler 1980). 
A predictability index, using a multiple regression formula 
designed to tease out the sex factor from education, training, and 
experience, produced a distribution of jobs rather different from the 
situation that currently exists. The researchers (economists Brown, 
Moon and Zoloth) found that, based on the above factors only, without 
regard to sex, women would hold more management jobs, be in higher pay 
categories, and be in fewer low-paying categories. The proportion of 
women predicted to be in higher paying managerial jobs according to 
this formula was higher than the number of men who are in these 
positions (Brown, Moon & Zoloth 1980). 
Vertical segregation separates men and women in their opportuni¬ 
ties to reach high levels in an organization. Men are more likely to 
be in fast-track jobs; jobs from which they move up on the success 
ladder (Kanter 1977). Horizontal segregation keeps women in lower 
level, low-paying jobs which are essentially considered "women's" work. 
Seventy-five percent of women are employed in "women's" jobs: sec¬ 
retaries, file clerks, household workers, waitresses, nurses, bank 
tellers, typists, telephone operators and sales clerks. The depart¬ 
ments in which they function are almost universally headed by men 
(MacKinnon 1979; Wolf & Fligstein 1979). 
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Rssgan and Blaxall write: 
Women tend to be segregated into certain "female" occuDa- 
workS*donAemb°vSLnniVTrSi1hy’ their WOrk is less valued than 
Tic by f In abor markets women are often paid 
less than men for work that is recognizably eaual Evpn 
more commonly, women's jobs are given different job 
simna^iobs fnr titles SH that the equivalent nature of 
similar jobs for women and men is masked and the lower nav 
for women rationalized ... the preponderant effect of 
wUhSthenskin5r rndrkaeh?1 •1fS dfn1al °f °PP°rtu"ity to women 
tinn rhfn rn d b.lty to contribute more to produc- 
tions.th "l97^1)re pe™ltted t0 d0 under Present condi- 
At one large electrical company, 75 percent of the women and 7 
percent of the men are in the four lowest job grades (New York Times. 2 
March 1984). Seventy-two percent of all women workers are employed in 
occupations which are 45 to 100 percent female. Approximatley half of 
all women are employed in 17 occupations; half of all male workers are 
employed in 63 occupations (MacKinnon 1979). 
Howe (1977) prefers to use the term "pink collar workers" for 
women who work in "white collar" jobs, pointing out that women in those 
jobs are limited both as to salary and potential as compared with men. 
Using the Dictionary of Occupational Titles of 1975, she uses one 
numerical category, 878, and demonstrates how differently men's and 
women's jobs are valued and defined. 
CHILD CARE ATTENDANT, 878, female ". . . House parent, 
special school counselor, cares for group of children 
housed in . . . government institutions" 
PARKING LOT ATTENDANT, 878, male ". . . parks automobiles 
for customers in a parking lot" 
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NURSERY SCHOOL TEACHER, 878, femal 
activities of children, maintains 6, Organizes and leads discipline" 
OFFAL MAN, POULTRY, 878, male, 
offal container" "Shovels ice into chicken 
HOMEMAKER, 878, female 
MUD MIXER HELPER, 877, male 
FOSTER MOTHER, 878, female, 
members of family. . . .May 
social worker . . . 
"Rears children in own home as 
work under supervision of 
HORSE PUSHER, 874, male, "Feeds, waters and 
horses en route by train." otherwise tends 
A University of Wisconsin study of the Dictionary of Occupational 
titles concluded "that the Dictionary of Occupational Titles system¬ 
atical ly--al though not purposely--discriminates against virtually all 
non-degreed, people-oriented women's jobs at great expense to the 
public in general and to women in particular" (Howe 1977: 239). 
Blaxall and Reagan (1976) suggest that familial, cultural, 
historical, legal, and economic pressures in a society tend to rein¬ 
force occupational segregation and wage differentials. And Strober 
(1980) adds that occupational segregation is maintained because all 
other systems in the society strongly support it. Since men have 
control of most of the sources of power, they can more readily than 
women satisfy their needs, which include management of the workplace 
from the standpoint of select jobs, higher pay scales and better 
working conditions (Lipman-Blumen 1976). Theorizing more specifically 
about women's second-class status in the workplace Niemi (1980) 
suggests three causes: their high labor force turnover, their lack of 
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specific training, and their geographic inability. Kanter (1977) 
points out, however, that high turnover is likely to result when 
people, both men and women, are in dull, repetitious, dead-end jobs. 
And on-the-job training for women, which is usually a high incentive 
for staying on the job, is notoriously absent (Schwartz 1971). Blau 
and Jusenius (1975) posit that "overcrowding" in certain job categories 
(“overcrowding" means the movement into relatively few occupations of 
more individuals than are needed); the fact that women accumulate less 
work experience than men because they spend fewer years in the 
workplace; and that women's "patterns" of labor force participation all 
contribute to their lower pay rates. They also note that predominantly 
female occupations are characterized by fewer possibilities for 
promotion; they are likely to be "dead-end" jobs (also Kanter 1977; 
Degler 1980; and Rones 1983). 
Pay differentials might in part be due to the fact that females 
make up a disporportionate number of young workers, that they have less 
incentive to augment their skills, and that they exhibit "flatter" 
earning profiles than men. That is, their wages do not increase over 
time as much as men's do (Chiplin & Stone 1980). Their theory is not 
borne out by Department of Labor Statistics (1983) nor would there seem 
to be more validity in assuming that more young women than young men 
enter the labor force. The argument that young men go to college and 
young women go to work is also invalid; Bureau of the Census reports 
that 52 percent of college students in 1980 were women, with the number 
on the rise (Bureau of the Census Report 1984). 
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Beginning with Engels and Marx in the mid-19th century, successive 
economic theorists have linked the patriarchal family with the 
patriarchal workplace (e.g., Hartmann 1976; Eisenstein 1979), 
suggesting that it is in men’s interests to keep women in a secondary 
position. Hartmann (1976) suggests that job segregation by sex is the 
primary mechanism whereby men maintain their superiority over women, 
because it enforces lower pay rates for women in the labor market. Low 
wages weaken women’s attachment to the labor force and encourage 
marriage. Men thereby benefit, both from their own higher wages earned 
and because it assures that women will perform appropriately in the 
domestic setting. 
Sociologist Jessie Bernard, speaking at a conference on occupa¬ 
tional segregation at Wellesley College (1975) proposed that anthro¬ 
pologist Lionel Tiger's rationale regarding men in groups might offer 
the basic explanation for discrimination against women in the work¬ 
place. According to Tiger's theory, males choose their workmates in 
processes analogous to sexual selection, deriving important satis¬ 
faction from male bonds and interactions which they cannot derive from 
male-female bonds and interactions. He further suggests that sexual 
division of labor is a consequence of males' wishes to preserve their 
unisexual bond (reported in Blaxall & Reagan 1979). 
Reich (1980) suggests that labor force division by sex occurred 
during the shift from competitive capitalism to monopoly capitalism, 
when industries, to break the increasingly important impact of unions, 
deliberately segregated workers by race, sex, educational credentials 
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and so forth. Kessler-Harris (1982:142) credits the beginning of 
sexual segregation in the labor force to the late 1800s and early 1900s 
obsf-aH in9f drSW °n the ideo1°9y °f woman's place to create 
obstacles for women. These efforts, along with manaoerial 
attempts to order the labor market, cemented the existina 
womens wort'? PUCe’ def1n1n9 the boundaries of men's and 
Individual women continue to break the boundaries of "women's" 
salaries, job classifications and job levels, but they continue to be 
the exception rather than the rule; they are often, in fact, the 
dramatic and vivid exceptions which prove the rule. Economically, the 
employed woman works against great odds and there are few indications 
that significant changes are in the offing in the foreseeable future. 
In summary, the economics of working women, like their history, 
demonstrate that women have maintained their position in the workplace 
against impressive odds. The systematic economic discrimination works 
a particular hardship on women, whose income, as noted, remains 59 
percent that of men. Comparing the educational level of men and women, 
we note that men with less than eight years of schooling earn almost as 
much as women with one to three years of college; that there is an 
income differential for men and women for essentially similar work; 
that vertical and horizontal segregation severely limit opportunities 
for women in the workplace; and that women are consistently overquali¬ 
fied for the work that they do. 
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It is important to note the relevance of this economic disparity 
with the conceptual model of this study, which includes wort as a 
dynamic component. "Work” in the conceptual model is not defined 
simply as a "job;" it is considered to include historical, economic and 
sociological aspects of employment that are idiomatic to women and 
that affect the issues that women bring to counseling. Again, the 
knowledge that working women's lives are intimately bound up with these 
economic inequities makes for greater depth of understanding on the 
part of the counselor and informs and enriches her work with women 
clients. 
CHAPTER III 
A CONCEPTUAL MODEL 
A__Framework for Consideration for CounsPlnr. 
of Working women with 'Fami 1 ipc'- 
This chapter will describe I) the conceptual framework of the 
model which is a graphic representation of the three components of 
women's lives: work, family and self, which interact on each other 
throughout women's lifetimes with varying degrees of stress and 
satisfaction; II) some of the theoretical considerations which are 
largely drawn from the literature: women's development, women and the 
family, and women in the workplace; and III) the usefulness of the 
model for counselors of working women with families: to help to assess 
the possible variations in importance of work, family and self-system 
issues at different periods and under varying circumstances in women's 
lives. 
When one attempts to reduce the richness and complexity of 
experience with a simple graphic model, one inevitably loses some of 
the depth and breadth and variations and subtleties of this experience. 
The attempt here is not to simplify so as to eliminate this richness 
and complexity, but rather to indicate in very simple form the possible 
changing interface of work, family and self throughout a lifetime. It 
should be remembered that the need to recognize the complexity and 
multi-level structure of women's lives is a major position of this 
paper, and that this simplified conceptual model in no way represents 
this experiential richness. 
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I) Conceptual framework 
The suggestion has been made in this paper that working women 
with families cannot easily separate the three major components of 
their lives - work, family and self - but that each impacts on the 
other. The stresses of one impinge on the others, the achievements 
and satisfactions of one influence the others. In this model, each 
of these elements is represented by a rectangle: 
Figure 1. Self, work and family are represented by three rectangles. 
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Using the self or self-system as the central core or base on which 
the work and family segments are balanced, when each is of equal 
importance, the interface of work, family and self can be portrayed 
thus: 
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In Figure 2, work, family and self all move to the central 
counseling focus; counseling is equally attentive to all three ele¬ 
ments. Work, family and self form an interface with each element of 
equal importance in counseling. 
A shifting emphasis on any one of these elements is portrayed in 
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Figure 3. Family is the focus of counseling. 
In Figure 3, family moves to the central focus of the coun 
seling; work moves to the periphery of the central section of 
the model. 
Figure 4. Work is the focus of counseling. 
In Figure 4, family moves to the periphery of the counseling 
section and work takes the center of attention. 
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Figure 5. Self is the focus of counseling. 
The self remains in the central position, as it does in each of 
the figures. Work and family both recede to somewhat peripheral 
positions, so that the focus of the counseling is on the self; work 
and family are less focal to the counseling. 
Why do portions of the rectangles of work and family remain 
outside the central counseling square? And why does the self not 
completely occupy the center section? The parts of the work, family 
and self rectangles which do not occupy the central square -- the 
counseling focus -- are those elements of the work, family and self 
which are not brought to this particular modality of counseling. For 
example, deep probing into the psyche is a part of the self which is 
more effectively handled by a trained psychoanalyst, so that this 
aspect of self would not be brought to this modality of counseling, 
the focus of which is more likely to be current and problem solving. 
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Family matters that involve such things as budgeting or family 
rituals would not be appropriate for this model of counseling and 
would be handled elsewhere. Work issues that are concerned with 
technical matters, for example, would remain outside the central 
counseling focus in this modality. These might include such things 
as which computer program is most appropriate for which machinery and 
so on. Such highly specific areas of expertise: psychoanalysis, 
family finances, and technicalities of the workplace, would remain 
outside the focus of this counseling model. 
Of what use would such a model be to a counselor of working 
women with families? How would it clarify or aid in her own concep¬ 
tualization of her clients' issues? Does not the somewhat simplistic 
model reduce the notion of complexity and richness of womens' lives? 
On the contrary, it may be that the awareness on the part of the 
counselor of a shifting focus of work, family and self-system might 
make it especially useful for the counselor. The model might allow 
the counselor to focus with the client on the work and/or family 
and/or self-system issues as they emerge and accept the surfacing of 
one or two or all three of the areas of concern without feeling that 
the other(s) have been lost or forgotten. 
Not enough research has been done in this area to make predicta¬ 
bility possible. What does seem to emerge from the literature is that 
the focus of work, family and self are indeed likely to shift over 
time. This shift may be related to age, or might be related to family 
stage or to the quantity and quality of experience in the workplace. A 
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woman with young children and a new job is likely to find the work/ 
family conflict acute; a woman with long job experience and a new 
family (from re-marriage or late marriage perhaps) may find only family 
matters of compelling importance; a woman with an established family 
and a new job may well find work issues the focus of her concern. They 
may be age-related; certain life events are more likely to take place 
at certain ages than others. However, with womens' changing work force 
patterns and marriage and childbirth postponements, this is no longer 
as predictable as heretofore. There seem to be indications that a 
woman who is "off time" on such transitional events as marriage, child¬ 
bearing, entering the work force, or returning to school, may present a 
somewhat different profile than the woman who goes through these 
transitional stages "on time." 
Although evidence is sparse and by no means conclusive, it 
appears that the shifting focus of work, family and self is somewhat 
related to age if a woman is not dramatically "off time" in her life 
course transitions. These seem to be as follows: 
For women in their 30's, the interface of work, family and self 
appears to be tightly woven, with each of the three components almost 
equally important. It is sometimes difficult to separate one from 
the other; the investment in all three seems high and almost equal. 
For women in their 40's, there appears to be a dramatic shift as 
women reach the middle of this decade. The focus seems to turn to 
self-system issues, and although work and family seem to remain 
important components of her life, the central focus in counseling may 
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well center on such themes as "who am I" and 
Recall Deutsch's (1945) suggestion that 
"where am I going?" 
during this decade there 
is likely to be a re-emerging of aspirations and expectations of self 
with the forces of the ego mobilized" and that a "drive to 
experience something more exciting makes itself felt." And Livson 
(1976) as well noted a "crisis point" for women in their early 40's, 
when conflict and irritation seemed endemic to the women she studied 
they felt "constricted" and out of touch with their creative 
potential. Neugarten (1968) also suggested that for women in their 
40's there is a "pre-occupation with self-utilization" and that 
reassessment of the self is a prevailing theme" (p. 93). 
So for counselors, that portion of the model labelled "self" 
might be useful to consider when the client is in her 40's. Further 
exploration of this component of the model is suggested under 
"Theoretical considerations of the model -- the self or self-system" 
(II, 1). 
If these suggested self-system issues of the 40's are resolved 
satisfactorily, women are likely to move into their 50's with a 
stronger sense of self and a diminished need to continue this 
introspective exercise. The work component of her life may then take 
on an added importance, especially since it can be assumed that 
family issues are more or less in abeyance and/or that workable 
compromises are in place. The literature suggests, as noted, that a 
woman in her 501 s may have a stronger sense of direction and purpose, a 
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somewhat "commanding" style, and may tend toward more instrumental and 
Igss affiliative behavior. 
This is useful information for the counselor of working women 
with families; the family does not diminish in importance for her as 
she works toward resolution of self-system and relational issues; 
rather, it may move from center stage to a more peripheral location. 
The counselor may, with this knowledge and understanding, focus with 
her client on work issues, understanding that family and self are 
still an important part of the work/family/self interface but have 
retreated from the central focus. 
11 * —me theoretical considerations concerning the model 
This section will be divided into the three components of the 
model: self or self-system, family, and work. Each will be 
discussed in turn with the focus on women as self-systems, women in 
the family, and women in the workplace. 
The material included in these subdivisions is largely a summary 
or overview of Chapter II, "Review of the Literature." The immediate 
relevance of the literature review is suggested here; the three model 
components, self, family and work, acquire their meaning --their 
depth, richness and complexity -- from the studies that have been 
done on women's development, women's roles and responsibilities in 
the family, and women as workers in a sometimes discriminatory 
workplace. An additional caveat concerning the model: the edges, 
the boundaries, of self, work and family are obviously neither always 
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clearly defined nor are they rigid. They overlap and blend, and are 
closely related to each other. 
1) The self or self-svstem 
Sullivan (1953b) calls the self-system the "extensive 
organization of experience with personality" (p. 373) and refers to 
it as an "equilibrating factor in living," suggesting that the self¬ 
system is both a component of qualities and an active way of 
relating to the world. Women’s self-systems are likely to develop 
and function somewhat differently from men’s; early experience in the 
family lays the groundwork for this difference (Dinnerstein 1977; 
Chodorow 1978; Gilligan 1982) and the socialization process at school 
and work and in the social sphere reinforces it (Greer 1983; Horney 
1967; Janeway 1971; Stiver 1984). A powerful factor in the develop¬ 
ment of women's self-systems is the fact that throughout much of 
history, in almost every sphere of life, they have been considered 
secondary to men (e.g., Brownmiller 1975; Janeway 1971; Stiver 1984). 
Until the last century there have been few challenges to this 
assumption and only in the past twenty years have women psychiatrists, 
psychologists, sociologists, anthropologists, scientists, educators, 
dramatists, poets and essayists taken issue with this assumed inferi¬ 
ority (e.g., Janeway 1971; Miller 1973; Chodorow 1978; Rossi 1980; 
Gilligan 1982; Green 1983; Stiver 1984). 
Today's woman is, therefore, likely to have developed both an 
ingrained sense of her own second-class citizenship status and a 
proud awareness of her growing potential and unrecognized abilities. 
72 
The age-old assumption that she belongs only in the private sphere 
(the home) because she does not have the qualities to function 
adequately in the public sphere (the workplace), is coupled with 
growing recognition that she has the potential for doing very well in 
the public sphere even though she is still a second-class citizen in 
that world. It is clear that, regardless of her personal and profes¬ 
sional credentials, she is unlikely to receive the opportunities, the 
salary, the promotions or the recognition for accomplishments that 
men receive (Jongeward and Scott 1975; Kreps 1976; Kanter 1978). On 
the other hand, increased attention to this disparity, legislation to 
mitigate the employment injustices, and a growing popular literature 
which acknowledges her rightful place in the scheme of things (e.g„ 
MS Magazine; Working Woman) is giving her new hope and a growing 
sense of self-esteem. She is in the workplace to stay, but not 
without some peril. Horney (1967) writes that; 
....with her lowered self-esteem of centuries' dura¬ 
tion...women who nowadays obey the impulse to the 
independent development of their abilities are able to 
do so only at the cost of a struggle against both 
external opposition and such resistances within them¬ 
selves as are created by an intensification of the 
traditional ideal of the exclusively sexual function 
of a woman. 
It would not be going too far to assert that, at the 
present time, this conflict confronts every woman who 
ventures upon a career of her own and who is at the 
same time unwilling to pay for her daring with a 
renunciation of her femininity, (p. 183). 
And though things have changed in many ways since Horney wrote 
those words, they have not changed completely, and in many areas they 
% 
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have not changed at all. The dilemma for women today might not be as 
dearly either/or as it has been in the past, but the problem of how to 
do both - participate fully in the work force and maintain fully the 
role of wife and mother - is therefore of more urgency. 
~r1y 1nf1uences and subsequent development of the self-xuxtam 
Gilligan (1982) and Chodorow (1978) have noted the lasting effects 
that early experiences in the family have on little girls. The focus 
on nurturing and relationships, as opposed to autonomy and separation, 
are modelled by the mother; the girl both identifies with the mother 
and must, in the interest of her development, separate from the mother. 
This dichotomy -- identity with one's own sex and the need to separate 
from one's own sex — as described by Dinnerstein (1977) is quite 
different for the boy, who 
consolidates his tie with his own sex by establishing 
a principled independence, a more or less derogatory 
distance, from women. (1977:53) 
And "derogatory distance," visible in both work and family settings, 
leaves its mark on the development of the girl. She continues to give 
primary importance to relationships as opposed to autonomy and inde¬ 
pendence, to develop, in Gilligan's words a "morality of care and 
responsibility" which is focussed on connections, as opposed to a man's 
"morality of rights" focussed on separation and autonomy. 
A major mitigating factor for women, in determining whether this 
nurturing, relational stance serves her well or ill, might be the kind 
of mother she has. West (1979) noted that women with strong mothers, 
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who were in the labor force and were also active in other areas in the 
community, were likely to produce daughters who were themselves less 
conflicted about success in the workplace. They were likely, however, 
to move toward the human services for their careers where their 
affiliative skills were important adjuncts to their management 
abilities. And Hennig and Jardim (1977) conversely found that girls 
who strongly identified with their fathers (and who had no brothers) 
were also likely to be high achievers in the work place, but in 
business rather than in politics or government. Contrary to the 
patterns of development for most women, the high achievers in the 
Hennig and Jardim study did not experience a great deal of 
relational/achievement conflict during their 30's. This did not happen 
to them until their mid-40's, when a significant number married. 
b) Adult development issues 
Stewart (1978) found women in their 30's — even those who were 
committed to a career -- heavily invested in relationships. As their 
biological time clock ran out, the urgency to establish families became 
intense, which suggests that those women with families are likely to 
find the distinct pulls of work and family most critical in this 
decade. 
There is evidence that women in their 40's -- mid-life women -- 
are likely, at mid-decade, to develop an increasing concern with self¬ 
system issues. Introspection and self-assessment become compelling 
exercises and, as a result of this, it is not uncommon for women in 
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their mid-forties to make changes in their lives. Returning to school, 
entering the work force, and reactivating early, long-dormant interests 
may be characteristic of this period (Deutsch 1944; Lowenthal 1975; 
Livson‘1976; Rubin 1979). 
There is evidence that the 50's may be a decade of an increased 
sense of self, a more commanding style, a letting go of some of the 
affi1lative qualities and an acceptance and affirmation of the more 
instrumental qualities (Gutmann 1975; Neugarten 1979). Sheehy (1979) 
refers to this period as a "high plateau," where women are energized 
and self-accepting, if they have resolved the "identity crisis" of 
their mid-40's. Bart (1971) has noted the disastrous effects of over¬ 
investment in children at this age, when children are struggling to 
assert their independence from home and family. She reported on 
hospitalized, depressed women who had not survived this period of the 
mid-40's successfully, who were unwilling or unable to relinquish the 
mother" role, to move toward more autonomy and redirection. 
It seems clear that these are changing times for women of all 
ages. Her sense of herself, who she is as a woman, a worker, a mother, 
a wife, a colleague, an artist or a business woman allows for more 
variation, more complexity, more individual definition of her roles. 
But it does not make it easier for her. As she searches for identity 
and meaning, she is also searching for an integrated composite which 
will allow for continuing growth and development and that incorporates 
both her identity as a woman/mother/wife and as a member of the work 
force with a professional identity of which she can be proud. 
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2) Fami1y 
Women's function in the family - car1ng for children, 
the home by providing nurturance and sustenance for family members, 
managing the myriad tasks that family/home maintenance necessitates - 
has not changed significantly through time. Regardless of whether 
she at the same time works outside the home, either full- or part-time, 
her home responsibilities remain very much the same. As more and more 
women make a commitment to full-time work in addition to managing 
families, the work course and how it relates to the family-life course 
- how they impact on each other - has become a major factor in family 
life. Of particular importance is the timing of childbirth as this 
relates both to the age of the mother and the work pattern components 
of the mother; whether she is "on time" for the birth of her children 
and "late" for entry into the work world, or "late" for the birth of 
children and "on time" for her movement into the labor force. How this 
affects both family and work considerations is still a matter of con¬ 
siderable debate. 
Oddly, given the realities of the workplace and the fact that 
women comprise nearly half of all workers, there are still theorists 
and therapists (e.g., Lidz 1968) who endorse the old ideal of father as 
agentic, task-oriented, wage earner, functioning in the public sphere, 
with mother as the affiliative, serving homemaker, functioning almost 
exclusively in the private sphere. Bowles and Gintis (1976) have 
written that a family so defined provides a critical link in the 
capitalist economy, providing labor power and services for the male 
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wage earner that he could not otherwise afford, which implies that a 
society so constructed is heavily invested in maintaining the status 
quo. And, indeed, there is ample evidence to indicate the reality of 
this position; highly conservative opponents to women's rights issues, 
for example. Rossi (1969) has suggested that the family system, as 
presently constructed, serves "as the shock-absorbing handmaiden of the 
occupational system” (p. 85) and observes that "families....take their 
own shape from the demands of capitalism." 
Dual-worker families 
Research on the "dual-worker" family, wherein both husband and 
wife are committed members of the labor force, has pointed out that 
there is a shifting focus of both family and career by both mother and 
father through time. Not uncustomarily, when a man is "winding down" 
his career, a woman is finding new excitement and greater rewards in 
hers (Neugarten 1979). So a working couple in their 30's may present a 
different profile from a dual-worker couple in their 40*s or their 50's. 
Although there is a conscious striving on the part of many dual¬ 
worker families to establish at least a modicum of egalitarianism, 
this appears to be something of a rarity. Traditional attitudes toward 
sex roles seem to be a major barrier to egalitarian marriages, but even 
in the most determined, it is not easily achievable. Child care is 
almost never shared equally, and, while a husband may do somewhat more 
of the housework if he is married to a working wife, he does not do 
significantly more (Huser and Grant 1973; Weingarten 1973). Smith 
(1980) has noted that egalitarian marriages are likely to revert to 
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more traditional patterns with the birth of children. 
Role conflict is more predictable in the wife/mother who is also a 
full-time worker, though it is likely to be less stressful if she has a 
husband who is committed to her working and supports her career 
commitment. High self-esteem and pro-feminist attitudes are also 
protection agains self-doubt and stress in the working woman (Holohan 
and Gilbert 1979). 
It seems clear from the literature that, regardless of the degree 
of career commitment on the part of the woman, "his" career is likely 
to take precedence over "hers" (Paloma and Garland 1971). Part of this 
may be due to the economic inequity in the workplace; statistics demon¬ 
strate that the 59 cents that women earn for every dollar that men earn 
is depressingly unchanging (BLS 1983). Given that situation, it seems 
reasonable that in most families "his" job becomes more important and 
more deserving of support in the form of service and nurturance simply 
because he is apt to be earning nearly twice as much money as his 
working wife. His job is more important to the family economy but also 
to the family's social status (Rossi 1974) and these combine to create 
two powerful forces in the family to maintain the difference in status 
of husband and wife. 
These indications of role conflict for the working woman with a 
family, exacerbated or modified by the degree to which her husband 
supports his wife's role as employed worker, may well be the focus in 
counseling, and are identified in the model in both Figure 2, wherein 
the work/family/self interface is the focus of counseling, or in Figure 
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4, where family and self are the focus. Again, the richness and vari¬ 
ety of women's experience are of necessity reduced to a simple graphic 
which only suggests a focus; it does not represent the complexity of 
their lives. 
3) Work 
a) Women in the workplace 
Bayes (1978) has suggested that the world of work mirrors the 
world of the family, where women most often occupy a secondary position 
Bayes calls it a “number two" position -- regardless of their 
competence and credentials (the mother role), while men almost 
universally occupy the power position - the "number one" position (the 
father role). In the home, father is the boundary keeper and 
negotiates for family needs in the public sphere; mother remains in the 
private sphere. Transposed to the workplace, men are managers and 
negotiate beyond department boundaries for increased power and rewards; 
women remain within the boundaries of the assigned work area. This is 
true even in areas where most of the employees are women: schools and 
libraries, for example, where men are principals and superintendents 
and head librarians out of all proportion to the number of total 
employees, most of whom are women. Bayes also notes that when women do 
achieve the top position with men in secondary positions, there is 
discomfort among workers and they struggle to re-establish the more 
traditional male/female-father/mother dyad by subtle sabotaging of the 
work and status of the woman. 
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Chapter II reviewed in some detan the history of women in the 
workplace and summarized the economics of working women in the labor 
force. The steady movement of women into the labor force, increasing 
annually until they now number nearly half of all workers and over half 
of all women, seems to indicate that they are in the workplace to stay, 
despite the difficulties they encounter there. 
Women in the professions, law, medicine, architecture, college 
teaching, and so forth, have, like their counterparts in business and 
industry, struggled to gain and keep a foothold. Legislation to 
equalize opportunity and income has been late in coming, and slow to be 
enforced. Women are still "crowded” into a limited number of occupa¬ 
tions; women still earn only 59 percent of what men earn. Women still 
form the bulk of "part-time" workers, who receive neither hospitaliza- 
tion, nor insurance, nor retirement benefits. 
Although the recent U.S. Census (1984) reports that women managers 
now comprise over a third of all managers, it also reports that the 
Labor Department has broadened the definition of "manager" to include 
head nurses, most of whom are women. This swells the ranks of 
managers; prior to this change in definition, the percentage has ranged 
from three to seven percent, depending somewhat on who was doing the 
counting and how "manager" was defined. Top management has almost 
always been, and continues to be, male (e.g., Kanter 1977). 
Changing patterns of women in the work force indicate that older 
women are forming a more significant percentage of the labor force, and 
for the first time, "mid-life" women began to outnumber young and 
unmarried women, their numbers having risen to 64.1 percent compared 
with 61.5 percent of women in the 25 to 34 age group. And women over 
45 are also opting either to re-enter or remain in the work force; 
Degler (1980) calls this shifting pattern a major trend of the second 
half of the 20th century. 
Except for the small percentage who do not marry, women have 
developed a series of work "patterns," which combine working with 
family demands. A number of researchers (Super 1957; Cooper 1963; 
Seear 1971; Sweet 1973; Denker 1977; Crawford 1978; Chenoweth 1980; 
and Yohalem 1980) have analyzed these patterns and though they have 
labelled them differently and identified certain minor differences in 
each segment, these can be categorized more or less as follows: 
1. The woman who follows the male single track pattern with min¬ 
imal time out for child bearing; responsible others manage 
the major child-raising component. Or husband and wife share 
this. 
2. The woman who works, takes between five and ten years out for 
child birth and the early years of child raising and then re¬ 
turns to work when the youngest child is in school 
3. The woman who enters and leaves the workforce as family demands 
permit. Her attachment to a single profession or job setting 
is likely to be minimal. 
4. The woman who remains at home until her children are inde¬ 
pendent and returns to work in her forties or fifties. 
5. The woman who works part time or works at home -- teaching, 
taking in boarders, et cetera. 
6. The woman who does not work at all after marriage. 
Decisions about work and family are highly individualized and 
depend on such factors as personal stamina, familial preferences and 
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professional demands. Other factors than family may also influence 
women's work patterns, including any number of positive or negative 
experiential elements. A waitress whose boss harasses her may decide 
that this as a good time to quit and start the family she has been 
postponing. An academic woman who has been denied tenure may take a 
few years off to focus on her family and re-think her career. A woman 
who is promoted to department manager may decide to postpone having a 
family until she has solidified her new role. 
Work issues are interwoven with family issues; the self-system 
both contributes to and is affected by the decisions that are made. 
The researchers on women's work patterns cited in this paper have 
suggested that women's movements in and out of the work force are 
primarily due to family demands or the removal of family pressures. It 
might be useful to consider the possibility that workplace tensions, 
stressful conditions and discriminatory practices push women out of the 
workplace perhaps to the same degree as family influences and possibly 
more. A woman may decide to have a baby because she can no longer 
tolerate the conditions under which she is working and does not have 
the support or resources to attempt to change them. She may make other 
family-related decisions because the workplace has become inhospitable. 
Again, these broader social factors impact on women's lives, often 
in intimate and inter-relational ways. Essentially, they are 
components of the "work" segment of the model but, as has been noted, 
it is difficult for either the counselor or the counselee to separate 
these segments completely. The overlap is inherent in the life 
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structure. The counselor's knowledge of these broader factors Informs 
her counseling, giving her greater depth of understanding of her 
client s conflicts and dilemmas. 
c) Ih_e interface of family and work 
Both family life and work patterns are changing for women: women 
are marrying later and delaying having children; having children 
without marriage; re-marrying, with both or one of the spouses bringing 
the children of the former marriage into the present marriage (Bureau 
of the Census 1984). But these decisions are increasingly tied in with 
decisions about work expectations, work training and work commitments 
as work becomes a more important and continuing focus in women's lives, 
regardless of their marital/family status. Career and family is no 
longer an either/or decision for women; it is more likely to be a 
question of how to do both without sacrificing either. Decisions 
about children might not be "if" but "when;" when the career is well 
established or before it gets seriously under way? What are the 
advantages of both? For how long will one take time away from work? 
How will a husband's career by affected by the choice one makes? What 
part of the choice does one make in tandem with a spouse and what part 
does one make more or less autonomously? To what extent does one 
factor in family goals with work goals and vice versa? 
The timing of life events along the life line has become, for 
women, less predictable than heretofore. Patterns of entering and 
leaving the work force, when matched with the timing of life events, 
form a complex mosaic. A woman of thirty in a relatively new marriage 
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with a small child and a serious career commitment, married to a man 
who is absorbed in his own career, has a different set of issues to 
consider than a woman of fifty who, with children more or less grown, 
re-enters the job market with the approval and enthusiastic support of 
her husband. And the woman in her mid-forties, re-assessing work 
directions at the same time that her children are approaching 
adolescence, has yet another set of issues to confront. 
For women, the issues around work and family form a constantly 
changing scenario, depending on multiple factors in both settings. In 
addition, the complexities and variations of individual self-systems 
add to the tapestry which is the work/family/self-system interface. 
The inherent stresses, shifting priorities, competing loyalties and 
day-to-day decisions which must take into account these conflicts are 
not infrequently the issues which are brought to counseling. This 
somewhat anomalous role of the working woman with a family, with its 
sometimes contradictory demands, can be conceptualized in part by the 
images of the model; the counselor becomes more effective if she is 
aware of and sensitive to these built-in stresses and the competing 
priorities of her clients. They may lead to difficult decisions and 
modifications around commitments in one or the other area; a coun¬ 
selor's knowledge, support and guidance throughout the process may help 
to clarify an issue and/or interpret a pressure and in the process help 
to mitigate some of the anxiety and stress. 
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***• Usefulness of the model for counselors 
The counseling section will be divided into two sections: 1) The 
possible application of the model to counselors of working women with 
families; 2) Issues that working women with families might bring to 
counseling, based on the "theoretical considerations" section. 
11 — ^-related predictions of the model and possible aoolicat,w 
It has been suggested that work, family and self-stems assume 
varying importance to working women along the life course and that the 
importance of one over the other may be related to age if the woman 
has been "on time" for transitional and developmental events. The 
model serves as a guide to this changing focus. Figure 2 describes 
the hypothesized women in her 30‘s, when the interface of work, family 
and self is likely to be equally balanced, and somewhat enmeshed. This 
may manifest itself in a number of ways: women may find the transition 
period between home and work difficult and shifting from the worker 
role to the wife/mother role may be stressful; they may feel that their 
self-systems are submerged under the competing demands of work and 
family; they may frequently wonder whether they should leave their jobs 
and stay home, even though they want to work and enjoy their jobs. The 
suggestion is that conflicts may be more stressful during the 30's than 
at any other time during their lives as they seek to balance the pulls 
of work with family and self-systems. Figure 2 portrays this equal 
stress in the overlap area. 
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Figure 5 represents hypothetical women in their 40's and the 
possibility is that by the mid-AO’s self-system issues become of 
paramount importance. Reading Figure 5 indicates to counselors that 
work and family may be retreating from center stage in the life of the 
client and self moving toward center stage. Issues presented may seem 
to the counselor almost retrogressive or regressive in content. A 
woman doing reasonably well on her job, and whose children are safely 
launched into school or college may suddenly become concerned about 
things which may sound almost adolescent. "Who am I really?" she may 
ask. "Something is missing. I want to do something more creative." 
She may lament and mourn over dreams not fulfilled, roads not taken. 
A counselor who is aware of this concern with introspection and 
self-absorption, a possible characteristic of women in their mid-40's, 
will be more able to accept it and help her to explore possible 
creative avenues or examine old dreams without become unduly alarmed at 
what appears to be inappropriate age-related behavior. 
Figure 4 represents yet another possible scenario, this time for 
women in their 501 s. The counselor notes by reading Figure 4 that the 
self-system may now share the center stage with work, and indeed, work 
may be a compelling issue. The possibility of a career change, a new 
job, or the struggle for occupying a higher rung on the success ladder 
may well be the focus of the counseling sessions. The focus is likely 
to be on problem solving rather than on the introspection or the 
"dreaming" of the 40's; instrumental behavior is likely to more 
characteristic of this age decade than of the previous two. 
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The model indicates these possible shifts in emphasis and the 
figures can be used as a general guide to understanding working women 
as they go through these three important decades of their lives. 
What if women are "off time?" Have married or had children later 
than usual? Remarried with stepchildren or a second family? Returned 
to work in their 40's or returned to school? It is difficult to assert 
that the age predictions of the model will hold up under these 
conditions; it is possible, of course, that it will not. Further 
research is needed, both to reaffirm the current assumptions and to 
explore further those women's lives which do not fit into the 
categories here established. 
lssues that may surface for working women with families in the 
counseling setting as part of the conceptual model. 
The literature reviewed in Chapter II and re-examined under 
Theoretical concepts. (Chapter III, Section II) examined several 
components of women's development, women as family members, women as 
workers, and the interface of all three. This section will suggest 
some of the possible ways in which these concerns may be presented in 
the counseling setting. They are classified under three major 
headings: conflict, myth and reality, and identity. 
Conflict 
The literature indicates that there are many conflicts for working 
women with families; conflict is almost inherent in the situation. A 
few of the more pronounced pervasive examples are given here. 
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Bowles and Gintis (1976) have proposed that society is heavily 
invested in maintaining the traditional roles of men and women in the 
family; the economic system depends on the wife's functioning as a 
traditional wife/mother. And Rossi (1976) has reinforced this notion 
t>y suggesting that the traditional family is the "handmaiden" of the 
economic system. It seems reasonable to assume, therefore, that 
society will exert pressure to maintain what it considers essential to 
its existence. On the other hand, there is currently an enormous 
pull, based in part on economic necessity but not entirely so, for 
women to move away from traditional roles and into the workplace. And 
once there, despite its drawbacks, women are likely to find it 
rewarding (Walshok 1981). But the pulls in opposite directions are 
strong; the conflict may either be recognized and articulated or maske 
by other problems. 
....autonomy and separation vs_ enmeshment in the family: 
Dinnerstein (1977), Chodorow (1978), and Gilligan (1982) all sug¬ 
gest that autonomy and separation from the family are difficult for 
women, largely due to early training. Gilligan’s "morality of care" 
implies responsibility for others and places high value on relation¬ 
ships. On the other hand, the workplace does not always value this 
code, demanding of women less affiliative behavior and more impersonal 
agentic behavior (Kanter 1977). And Bart (1971) describes the self¬ 
destructive components of over-involvement with children, particularly 
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when these children are becoming adults. So 
in an inherently conflictual situation; she i 
So again, the woman is caught 
ie ls trained one way and the 
training ultimately may turn to her disadvantage. West (1979) 
demonstrates that women can be both nurturi ing and instrumental; that 
both qualities are useful and valuable, but help may be needed in 
achieving this meld of seemingly contradictory qualities. 
Darley (1976) has pointed out that there are certain personality 
qualities usually expected in wives and mothers and different qualities 
expected of workers. These are sometimes mutually incompatible or 
antithetical to each other. Men may function in the workplace with one 
set of qualities and a different set of qualities in the family; they 
are not condemned in one setting for behavior in the other. Darley 
suggests that women are not allowed this versatility; they are rather 
more likely to be damned in one area for qualities that are serviceable 
in the other; an aggressive worker may be thought, thereby, to be an 
unnurturing mother regardless of the fact that she may comfortably 
embody both qualities. But the assumption that she cannot can be 
damaging to her self-esteem in both settings. 
....when is a gain a loss? 
Phil liber and Hiller (1983), in their study of successful working 
wives, discovered that promotion beyond a certain level was threatening 
to their husbands. If her status exceeded his, or her salary exceeded 
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his, the marriage might weli be in jeopardy; divorce was the result in 
over half the cases studies, except in those cases where the wife 
refused the promotion or the raise or changed her field. Because 
husbands in this study felt that the human services were less 
prestigious than business or industry, and therefore less threatening, 
the marriage stabilized if women made the switch to the human services 
This is a difficult situation for women to recognise and deal with. 
Addressing the reality and either making or not making the marriage¬ 
saving accommodations is not done so easily; counseling may be the 
setting for the resolution of the dilemma. 
....if I achieve a number one position at work, will I as a 
woman, be sabotaged by co-workers, male or female? 
Bayes (1978) suggests that this may indeed be a reality of the 
workplace for women. The customary notion of father in the number one 
position of leadership with mother as his assistant is deeply 
ingrained in our consciousness and sense of "appropriateness;" it is 
not easy for people to accept the reverse, even in the work world. And 
Bayes suggests that, indeed, women are sometimes sabotaged by their co¬ 
workers when they achieve this leadership position. Other studies 
(e.g., Kanter 1977) support this view. For women to exceed the 
achievements of their husbands, even symbolically, is apparently 
difficult for both men and women. The "threat" noted by Philliber and 
Hiller (1983) and the "sabotage" suggested by Bayes (1978) may surface 
in the counseling setting as issues to be addressed. 
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Myth and Reality 
....Janeway (1971) suggests that societal myths develop to reinforce 
the notions of appropriate behavior that will best serve the guiding 
principles and structure of the society. The myth that all women, if 
they are "real" women, are happier being housewives and mothers than 
they are as workers, reinforces the position of Bowles and Gintis 
(1976) who claim that our industrial society depends on women 
maintaining households. The reality, that for many women this is 
frustrating and unsatisfactory (e.g., Bernard 1975), again pulls women 
in two opposite directions: what she thinks she "should” be and what 
she feels she is. 
....In the workplace, the myth is that those who are competent and 
able rise to the top and are rewarded; the reality, for women at 
least, is that, because they are women, they are often denied 
promotions and opportunities (e.g., Kanter 1977). The nagging belief 
of many women, that if they were really good they would get the 
promotion or the opportunity for further training, is countered by the 
facts of the workplace: discrimination is real (e.g., Kreps 1971). 
....the myth is that egalitarian marriages, where both working 
partners take equal responsibility for all aspects of the household, is 
belied by research which indicates that most frequently she takes 
responsibility and he helps (e.g., Pleck 1979). Not infrequently, the 
wife accepts this situation, though she may be conflicted and angry 
about it. On the other hand, she may also feel guilty about about 
92 
feeling angry, or guilty about working at all, 
difficulty. 
which compounds the 
These are only three examples of the myth vs the reality that 
working women with families confront on a regular basis. There are, of 
course, many others. 
Idgnyty: incorporating self, family and work into a 
....Conflicting myths and realities, conflicting societal and indi- 
vidual expectations, conflicting demands on time and energy may, in 
different degrees and at different times along the life course, become 
difficult for women to manage. There are times when she may be less 
sure of who she is, and there is some evidence that this might be 
related to age (e.g., Lowenthal 1975; Neugarten 1979). Certain of her 
qualities seem more functional at some periods of her life than others; 
this may be confusing and difficult for her to acknowledge; it may well 
be a focus of counseling. Changes may be disturbing; she may mourn the 
loss of characteristics that served her well at a different stage in 
her family life; she may resist growing maturity or changes that serve 
different needs. Focus on others may be characteristic of some 
periods; focus on herself characteristic of other periods. The point 
in general here is that although the essential "self-system" may be 
satisfactory and functioning, changing demands and changing 
circumstances may emphasize or discount certain qualities. The impact 
of work and family may exacerbate other self-system conflicts. 
Again, the importance of the counselors' awareness of the broad 
social issues that influence and affect women's lives cannot be 
overstated. The problems that working women confront and the emotions 
that may result - depression, a sense of inadequacy, low self-esteem, 
a feeling of being pulled apart - are more intelligently addressed if 
both the feelings that are surfacing and the realities that may be 
contributing to the despair are understood. For counselors, this may 
mean increased and more complete knowledge of the workplace and its 
sometimes harsh realities, and knowledge as well of the family and its 
ingrained and long-standing assumptions about roles. It is not easy 
for individuals to swim against the tide of what they believe to be 
public consensus; it is important for counselors of working women with 
families to have information and understanding about societal and work 
and family pressures that may be contributing to their clients' 
difficulties. 
Relationship of these issues to the model 
The model, in its graphic form and in its theoretical underpin¬ 
nings, indicates that different issues are likely to surface for women 
at different times along the life course. The work/family/self 
interface, always a multiple factor in women's lives, nevertheless may 
change primary focus in different decades, as noted in the model. 
It is important, as noted, for counselors to have knowledge about 
the workplace; knowledge about development issues for adult women, and 
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inowledae of women’s role in the family. Problem solv1ng ca„ the„ be 
approached with an improved battery of helping skills. 
Bruno Bettelheim, in his book love Is hot Enounh. made the point 
that parents, however loving and concerned for their children, cannot 
do a really complete job without knowledge of child development and 
knowledge of the methods for helping children to grow fully. A similar 
point is at issue in this paper; that counselors, however well-meaning, 
empathic and sensitive, cannot do justice to working women with 
families unless they have knowledge of the family and knowledge of 




In order to clinically test the conceptual model as presented, six 
illustrative case studies were undertaken which would test the validity 
of the model either fully or in part. The model proposed that the 
work/family/self interface is important for working women with families 
and that there may be a shifting dominance of one over the others at 
different points along the life line. The decades of the 30’s, 40's, 
and 50's were chosen to demonstrate this possible changing interface. 
There is a growing psychological and sociological literature which 
indicates that there may be important developmental changes for women 
in their 40 s and 50 s (Chapter II); and the increasing numbers of 
young mothers with children moving into the workplace (BLS 1983) 
suggest that conflicting work/family pressures might be particularly 
acute in the decade of the 30*s. 
Six hour-long counseling/interview sessions were held with each 
of six women: two in their 30's, two in their 40's and two in their 
50 s, a total of 36 hours. These were considered to be exploratory 
studies. Seltiz, Wrightsman and Cook (1976) write that: 
the major emphasis (of exploratory studies) is on discovery 
of ideas and insights. Therefore, the research design must be 
flexible enough to permit the consideration of many different 
aspects of a phenomenon, (p. 90) 
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They suggest further that: 
tnat 
As noted in Chapter I, a major purpose of the study is to develop 
a dynamic, developmental model of counseling working women with fami¬ 
lies. The method allows exploration of issues which might not other¬ 
wise surface. The opportunity for the subjects to explore and assess 
their lives as working women with families without the boundaries of a 
structured instrument and with the interested, listening ear of a 
counselor whose major purpose was learning would allow the subjects to 
focus on conflicts and satisfactions in their lives as they defined 
them. The only limits on the subjects were time: one hour sessions 
spaced approximately a week apart, for six weeks. Knowing that they 
had six of these hours to use, with approximately a week between each 
session, also gave the subjects the opportunity to reflect on issues 
that were important to them and which perhaps they did not often, if 
ever, have the opportunity to discuss. 
Each subject had something both to give and receive. She would 
give information of value to the researcher; she would receive 
counseling around issues defined by her. But the counseling would not 
be advice; this was made clear at the initial telephone call. The 
counseling would consist primarily of a mutual identification and 
working through of issues, with the counselee taking the initiative as 
to what these issues would be, with the counselor attempting to help 
clarify the issues, help the counselee to understand them more fully 
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in the context of a work/family/self-system structure. Then the 
counselee and the counselor would in tandem work toward resolution and 
change if this seemed desirable. 
Subjects 
Six women, all married with at least one child, all working full 
time between the ages of 30 and 59, all high school graduates, all 
Caucasian and all native (U.S.) born, comprised the group of subjects. 
There were two women in each decade: two in their 30's, two in their 
40 s, and two in their 50's. All of the subjects entered the research 
project by voluntarily initiating the process; that is, they had called 
the researcher to ask if they could part of the project. All indicated 
that they would be willing to come to the researcher's home/office; for 
one it meant a 45-minute drive each way, which she took after work 
(Caroline); for Sonia, it involved delaying her arrival home by an hour 
and a half; for Martha, it meant giving up a lunch hour; and for Nancy, 
Elizabeth and Meg, it meant fitting the hours into already full sched¬ 
ules. In fact, for all the women, it meant incorporating the research/ 
counseling sessions into very busy schedules. 
Procedures 
Poster/f1iers were put on bulletin boards in laundromats, schools, 
churches, libraries and supermarkets, places where women with vary¬ 
ing tasks and interests might be expected to go. The fliers de¬ 
scribed the specifications for participation and gave a telephone 
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number. response to the te,ephone cal,, potential participants were 
3iven further details and answers to questions they might have: what 
is the research for? (doctoral dissertation); do , have to fil, our a 
questionnaire? (no, except for a Research Consent form for the Univer¬ 
sity); where will the counseling sessions take place? (in the 
home/office of the researcher). Will the sessions be confidential? 
(yes, tapes will be erased except for the last one, which may be shared 
with committee members; names and identifying material will be dis¬ 
guised). The initial telephone call also asked information of the 
caller: age, education, place of birth, family and work status. There 
was no initial interview; if the caller fit the specifications and was 
willing to participate, the first session was arranged. Each woman was 
told that she could use the time as she wished; that the style of the 
counselor was non-directive; it was not to be supposed that ready 
answers were available. Rather, an exploration of issues of concern to 
the counselee would form the content of the counseling sessions. The 
sessions were held in the home/office of the researcher. There would 
be no interruptions; no one else would be in the house. 
The notices were posted in early July; the first counseling 
session was held on 2 August and the final one was held on 4 November. 
Counseling schedules follow: 
Sonia: 2, 9, 16, 25 August; 6, 20 September 
Martha: 3, 10, 16, 30 August; 6, 14 September 
Meg: 4, 10, 12, 18 August; 1, 8 September 
Nancy: 23, 30 August; 6, 14, 20, 28 September 
Elizabeth: 16, 30 September; 4, 11, 18, 25 October 
Caroline: 21, 30 September; 7, 21, 28 October; 4 November 
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Data Collection 
All of the sessions were taped. Each tape was transcribed before 
the next meeting; the final tape was saved. All sessions were one hour 
long. There were no limitations on what could or could not be 
discussed. There were, as it turned out, no problems with lateness or 
cancellations or no-shows; this seems quite remarkable in retrospect. 
Each time a session was completed the date and time of the next session 
was affirmed. 
Each women signed a Research Consent form. 
Brief counseling as utilized in the method 
Davanloo (1978) has written extensively of brief therapy; he 
suggests that in ten sessions problems can be identified, causes 
probed, solutions proposed and actions taken. And in the classic 
"The Psychiatric Interview" Sullivan (1954/70) defines the 
interview thus: 
(a) primarily vocal communication in a two-group, more or less 
voluntarily integrated, on a progressively unfolding expert- 
client basis for the purpose of elucidating characteristic 
patterns of living of the subject person, the patient or client, 
which patterns he experiences as particularly troublesome or 
especially valuable, and in the course of revealing of which he 
expects to derive benefit. (1954:40) 
Regarding the length of time to gather relevant information from 
subjects, he writes: 
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hours of discourse. (1954:5) * us sa^» Slx 
Based on Sullivan's and Davanloo's theories of what is possible in 
a brief period of counseling/therapy, the expectation was that six 
sessions would proceed somewhat as follows: 
Session 1. 
With women who are functioning adequately enough to hold a full¬ 
time job and also manage a family, as all of the subjects were at the 
time of the research project, it can be assumed that during the first 
session they will share certain facts with the researcher, under¬ 
standing that these are an important component of the total process. 
These are likely to be: age; occupation; educational level; years of 
marriage; number of children and their sexes and ages; husband’s 
employment status and profession if employed; and something of their 
personal and professional history. In addition, general levels of 
satisfaction or dissatisfaction with work, family and self are likely 
to emerge. Specific problems in either the work, family or self¬ 
systems may be articulated in the first session. 
Session 2. 
Sullivan (1954) writes that: 
"All psychiatric data arise from participation in the situation 
that is observed -- in other words, by participant observation. 
Thus, instead of 'knowing what one is looking for,' one wants to 
be alert to the possibilities of the....relationship in which 
one is involved." (p. 54 - italics Sullivan's). 
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"Alert to the possibilities" was interpreted to mean that signifi¬ 
cant data presented to the researcher were noted, recalled during the 
transcription of the tape of the first session and mentioned early in 
the second session to test the validity of the assumption of their 
importance. The second session, then, was expected to be a continua¬ 
tion of the first session with problems more clearly identified. The 
second session also demonstrated the faith of the subject that the 
process would continue according to plan, and the faith of the 
researcher that the subject was committed to the project. "Getting 
down to real work" is likely to characterize Session two. 
Sessions 3, 4, and 5 
In these sessions, problems are likely to be identified and 
expanded on, satisfactions and achievements highlighted, and the 
interplay of work, family and self-systems more clearly recognized. 
Age and life stage differences will emerge. 
Session 6 
Few, if any, new problems are expected to emerge, but if they do 
surface they will be addressed. Attentions to strengths and capabili¬ 
ties in all areas is the preference of the researcher as the series 
ends. 
The counseling method 
The four components of the counseling method used in this study 
included: 1) the establishment of a partnership with the counselee to 
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work through probes niutual^; 2) the identification of problems by 
the counselee, with the counselor acting as supportive guide; 3) the 
mutual search for solutions, acknowledging that final "solutions" do 
not exist, but that modifying stress is a possibility; 4) the mutual 
assessment of problem-solving strategy and a reassessment if this seems 
necessary. 
It has been pointed out in Chapters II and III that the working 
woman is very likely to have developed a sense of "second-class citi¬ 
zenship," which has grown out of both her experience in the family and 
her experience in the work world. It seems especially important that 
the experience not be repeated in the counseling setting; rather that 
her competence and worth and strengths be reaffirmed. Traditionally, 
the counselor or therapist has been considered the "expert" and the 
client or patient the recipient of that "expertise." The degree of 
differentiation depends on the individual professional. What is being 
suggested here is that the sepatation be kept as minimal as possible 
and that the work be done on a partnership basis. A number of theo¬ 
rists support this position. Sullivan (1954) believed that the rela¬ 
tionship of client to counselor should be based on mutual respect, not 
authority and omnipotence. The therapeutic situation is essentially a 
human relationship, he suggests, in which both are active participants 
in searching for solutions to problems. He calls it the "we" quality 
of therapy. Horney also notes the importanct of the cooperative dyad: 
(if) the therapeutic enterprise is a cooperative one, in which 
both analyst and patient work actively toward the same goal, the 
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Beck (1976) suggests that the key to understanding and solving 
problems is within the scope of each person's awareness, that her 
skills in living can provide her with answers, given some assistance. 
Much of the focus of Beck's cognitive therapy places the patient in the 
role of "scientist" and uses already available tools to approach prob¬ 
lems that might seem insoluble (Beck 1976:12). By "available tools," 
he means qualities of character and personality which have not been 
fully developed or adequately used. This seems a particularly valuable 
approach to use with women, who are not quick to give themselves credit 
for having within themselves the solutions to problems. 
Peris (1951) suggests that the counselor is a catalyst, again a 
point of view that seems particularly appropriate when working with 
adult women, and which furthers the notion of the counselor/counselee 
working as a cooperative dyad: Peris writes: 
Our view of the therapist is that he is similar to what the 
chemist calls a catalyst, an ingredient which precipitates a 
reaction which might not otherwise occur. It does not prescribe 
the form of the reaction, which depends upon the intrinsic 
reactive properties of materials present, nor does it enter as a 
part into whatever compound it helps to form. What it does is 
to start a process, and there are some processes which, when 
once started, are self-maintaining or autocatalystic. This we 
hold to be the case in therapy. (Peris 1951:17) 
So the counseling experience will be a mutual working through of 
issues, the counselor working with the client, and the client working 
with the counselor to identify causes of difficulty, to develop new 
ways of approaching problems, and to assess together the efficacy of 
changed ways of behaving and thinking. 
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This mutuality is likely to be non-verbal 
and is communicated by 
the counselor to the client by real regard for her; respect for her as 
a person; respect for her as a working woman and family member; empathy 
for the issues she brings to counseling based on knowledge of the 
workplace, knowledge of family dynamics, and knowledge of adult devel¬ 
opment as these particularly relate to women. It can also be conveyed 
verbally, by using such phrases as “let's look at that together," or 
"in the work we are going to do together," or "we might understand that 
better if we...." and so on. 
Ihe identification of problems will be, then, a mutual examination 
of stress points in the client's life, whether these are work issues or 
family issues, or self-system issues or an overlap of all three with an 
exploration of how stress is activated and how it is handled. Some 
review of the past may be valuable in order to give some insight on the 
present, but the way the client manages her day-to-day life should be 
the focus of the work. Beck (1976) uses a client's current behavior to 
tease out self-defeating attitudes and responses which prevent growth 
and development; it is equally important to identify strengths and 
abilities on which to build new patterns of behavior. 
Problem solving will follow, but this process should not be hasty 
or impetuous. A full understanding of the dynamics of the problems as 
they exist is helpful in working toward solutions to these problems. 
And of course problems are never "solved." They are modified , miti¬ 
gated or changed in some ways to make them less stressful and, not 
infrequently, when one problem subsides, another rises to take its 
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place. But eliminating highly destructive elements in one's life 
allows for more constructive rebuilding. Support for the counselee 
during times of change is very important. Assessment of the p™h 1om. 
soling strateqy is yet another component of the counseling method, and 
again, this is done in tandem with the client. It is not an evaluation 
or a judgment by the counselor. Such comments as: "are things any 
better because of the new way of approaching X about sharing house¬ 
work? or, "we talked about your discussing the equal pay issue with 
your supervisor. How did that go?" open the way for further assessment 
and exploration of other ways to behaving if it is necessary. If 
problems are tackled in highly risk-taking ways — for example, if a 
client decides to sue her employer for discrimination -- then it is 
important for the counselor to remain supportive throughout the ordeal 
and to make sure her knowledge is up-to-date and that supplementary 
support for the client (a lawyer, for example) is available when 
necessary. The counselor doesn't do this for the client; it is a 
shared decision with the client taking responsibility for activating 
the process. But on-going assessments and rethinking strategy are done 
mutually. 
As has been noted, working women with families are likely to live 
lives of complexity as work impinges on family and family affects work. 
And, as has been discussed, this may vary significantly with where the 
client is along the life course. There is always a search for balance; 
a mix/match between emotional familial needs and the need to achieve 
and contribute in the world. Counselors must remember that there are 
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three major pieces to the intricate puzzle, none of which can be 
ignored: work, family and self, and that awareness and knowledge of 
all three make the counseling relevant and useful to the working woman 
In sum, there are four essential components in the counseling 
method suggested as appropriate for working women with families. They 
include: 
1) the establishment of a partnership of the counselor and thp 
counselee; a mutual working through of the problems; 
2) the identification of problems, with the counselee takinq 
the responsibility for this identification and the counsel¬ 
or acting as a supportive guide; 
3) the mutual searching for solutions, understanding that 
solutions as such perhaps do not exist, but that miti¬ 
gating stressful components is possible; 
4) the mutual assessment of problem-solving 
thinking of this strategy if necessary. 
strategy and a re- 
These components were employed in this study for both data 
gathering and illustrations. 
CHAPTER v 
PRESENTATION OF THE DATA 
Six illustrative cases 
The data are presented for each woman in turn, beginning with the 
youngest, Nancy, and ending with the oldest, Meg. The rationale for 
this mode of presentation is to demonstrate both the issues presented 
by the subjects and the manner of their introduction, and the 
interventions of the counselor to deomonstrate the mode of this 
particular counselor. Further analysis will be found under Chapter VI: 
Analysis of the Data. 
A brief composite of the six women follows: 
In age, two are in their 30's: Nancy, 32, and Sonia, 39; two are 
in their 40's: Martha, 41, and Caroline, 47; and two are in their 50's: 
Elizabeth, 56, and Meg, 59. 
Nancy, Sonia and Meg are still in first marriages and living with 
their husbands; Martha, Elizabeth and Caroline are in second marriages 
and living with their second husbands. All have children: Nancy two, 
Sonia two, Meg, four. Martha and her second husband have five children 
between them, all living at home; Elizabeth and her second husband have 
seven children between them, none of whom live at home; and Caroline 




All of the women work full time: Nancy at a daycare center; Sonia 
at a hospital; Martha at a college; Caroline at a social service 
agency; Elizabeth at three different colleges, each on a part-time 
basis; and Meg at a family service agency. 
All of the women are college graduates. Caroline and Elizabeth 
have Master's degrees; Meg has a doctorate; Sonia has an advanced study 
certificate. 
All of the women found that the opportunity for six hours of free 
counseling over a period of six weeks came at a particularly propitious 
time; they responded to the advertisements for research subjects, 
feeling that it was an opportunity to talk about things that were 
bothering them. Only one of the six women, Meg, was in therapy at the 
time of the research project. Each of the others had thought of coun¬ 
seling, but had not acted on this. 
Nancy 
Nancy, 32, has been married to a poet-carpenter for seven years; 
they have two children, five and three. After graduating from college 
seven years ago, she was an administrator in a college alumni office. 
At the birth of her first child, she switched to daycare administration 
so that she could take her new infant to work with her. She has 
remained in daycare administration ever since, but has switched locales 
frequently. She took brief time out from work for the birth of her 
second child. Daycare administration is not the job of choice, but she 
wants to work and this accommodates very well her very young children. 
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There is a good deal of conflict and frustration in her life, she 
is not doing the work she wants to do, but she wants to work. She 
appears to be a high-energy, high achiever person, and wants to go to 
law school eventually. She says her husband is an excellent crafts¬ 
man, but a poor businessman. He is currently remodelling their own 
house in addition to his other job commitments and Nancy feels the 
process is interminable. This adds to her frustration. She is angry 
at her husband much of the time, but loves him very dearly, she is 
devoted to her children and her decisions are made with their welfare 
paramount. The work/family interface, somewhat mitigated by her choice 
of job, remains an issue; the conflict between "doing for" her husband 
and children and committing herself more fully to her career goals 
always there. Although she is busy from dawn to dusk, very little of 
this expended energy seems to move her in the professional direction 
where she would like to go. 
In counseling sessions, she began to realize that, given her 
commitment to being close to her children until they are both in 
school and more independent, her career hopes might have to be delayed. 
This was referred to as a "holding operation," during which time a job 
which drained her energies less might be desirable, and attention to 
career changes and aspirations focussed on exploring law schools in a 
manageable geographic radius of home. Also, moving toward a less 
volatile relationship with her husband, perhaps through marriage 
counseling, seemed indicated. As it turned out, a job of the sort we 
no 
talked about fell into her lap," and she accepted it. Still in day¬ 
care, there is less responsibility and stress. She began working in 
the new setting between the 4th and 5th sessions. 
Session 1 
neWkj0rb r.ITTw1:1* -in. is coordinator of a child care 
etwork...I came to this job after a long line of iobs in 
n^P 1 Wi?S ln col1ege administration, running in alum¬ 
nae office when I took my first daycare job, and I was 
pregnant, was going to have a baby and wanted to work 
oa7oP fiCceeWwaesrenotC0UldH ^ the ^ *nd 1 “he 
imnf f 1 .4 0t Such a p1ace- lt was totally an 
mad^had T nnJSi°n’ s°mething that 1 Probab1y wouldn't have 
made had I not been having a baby. So that's how I made a 
?hpPrnfmh^ k1^ °f adm1nistration to another....l found 
aruelinninfahtl0nH0f fthat a"d raising mY own children pretty grueling...the advantage was that I was taking my own 
ildren with me and I always knew where they were and 
that s very important to me. It's just this year when one 
is five and the other three that I'd like to leave them now 
and go to...a different job or go to school... 
R: But generally it's been a good experience, having them 
with you? Have there been times when you wished you could 
perhaps divide their care with another person? 
N: Very definitely. But co-parenting is not possible be- 
cause my husband runs his own company....His business takes 
all his time. This has become a real bone of contention. 
I finally put my boot down and said I would be better off 
as a single parent....I'd almost rather be able to make my 
decisions alone and be totally independent. 
R: And this was because he was either not there or there 
physically but not emotionally? 
N: Yeah. Or tied up...What I'm having trouble with now is 
that I'm almost more comfortable on my own...it's been such 
a long time since we functioned as a couple....I kind of 
buried my relation to him as I attended to the children's 
needs. 
R: So it sounds as though the time you're spending together 
isn't as rich or rewarding as you'd hoped it would be...How 
do you account for it? 
Ill 
Nancy then gives a history of her courtship and marriage with 
Joel, which was stormy from the very beginning. The qualities that she 
loves in him are also the ones that infuriate her. What is emerging is 
picture of a bright, articulate, energetic woman, married to a gifted 
craftsman who works slowly, is not very well organized, and who is 
willing to spend time with his wife and children, but doesn't fit this 
into his tight schedule unless it is demanded of him. In the busy 
years of both of them working and with two small children, they have 
grown away from each other. She feels sometimes that she could very 
well do without him. On the other hand, she sees this as a trans- 
itional period... 
N: I see this as the last child care job. It's a tran¬ 
sition year until G. (her daughter) reaches four and can 
hack a full day care day. I'm thinking of law school at 
some point. It might have to wait for two years....Law has 
always interested me, but children somehow seemed a more 
urgent issue to me. I guess most people feel that way. 
R: ...there's a great variety in how people manage their 
children and how they manage their careers. 
N: For women particularly? A lot more to fit in? 
R: Yes. The whole business of whether to stabilize 
yourself in a career and then have children or have 
children and remove yourself from the work workd and then 
go back to it is something that each woman seems to work 
out according to a private schedule....your life has been 
very full.... 
N: I guess I haven't realized. I haven't sat down and 
talked to anyone about the things I've done. I feel in 
part as though I'm not very sure where I am as far as 
building a career. 
R: It seems to me as though you're growing and changing as 
individuals and as parents and perhaps growing away from 
each other in some ways and possibly growing together in 
some ways. 
112 
The hour is up and R. suggests that Nancy and Joel have gotten 
through what is maybe the worst of it “so it might be an interestin 
time to look at your relationship and solidify it perhaps.." Nancy 
agrees and then says: 
R: 
as 
har^ uiwvmwv. a i i ui uiebe tmngs. 
Session 2 
Nancy describes in some detail the remodelling that is going on, 
which is difficult to live with. Added to her personal sense of chaos, 
however, is the fact that funds for the daycare network for whom she 
works are running out and the future looks pessimistic. 
R: Nancy, that's a hard thing for a professional to be 
coping with and facing in addition to everything else. How 
do you deal with it? 
N: Well, it's depressing. I get depressed. 
R: What do you do with your depression? 
N: I blow off from time to time. 
R: Who are you likely to blow off to? 
N: Mostly my husband. I'll sit there and spout. He's a 
pretty good listener. 
R: And he doesn't feel as though he has to absorb....that 
it isn't directed at him. 
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Nancy responds that he seems to understand but that she wishes 
that she could be away for two or three days a week; what she would 
like to do is go to law school, being away from home for this period 
It would give her something to look forward to. 
?haf thls.be a wa^ of separating yourself enough so 
^nmi alt marT-a9e could be Stabilized and you would have 
involved?rnatlVG dlrections‘ Is that kind of what is 
fLlea5‘ U's hard for That's the part that's real ly 
foggy for me because I'm not in enough of a holdinq * 
pattern. There's not enough really settled in my life 
right now to say this is where the problem is. There are 
enough problems, careerwise, and so forth so that it's v^rv 
confusmg Where do they lie? Is it really the relation¬ 
ship? It s there, for sure. I think a lot needs to be 
renewed, a lot has done down the drain and I'm feeling a 
real need to spend time alone with him so that we can talk 
about some of these things. Yes, there are problems in the 
relationship and problems outside it. 
R: Everything feeding into everything else. 
N: Right—I think part of my conflict about the whole 
thing is that I'm jealous of where he's come to. Right at 
the time when I'm taking a look at my years of experience 
and saying, "God, it's coming to nothing!" 
R: I can understant that and there must be anger.... 
We discuss the anger and the fact that she blows up at him. Her 
frustration at not moving ahead workwise while those around her seem to 
be making forward progress, shows itself in several ways, one of them 
temper explosions. She feels exploited. She says: "We are really at a 
turning point." She wonders if she should leave him. We then explore 
the advantages of leaving him and not leaving him. It seems clear that 
this is not a good time for her to consider taking two small children 
and leaving. Or asking him to leave and living in a house which is 
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unfinished and chaotic. We refer again to her "holding pattern" 
phrase, which seems particularly apt. 
R: You have an extraordinarily difficult si 
thing is dumping on you all at once. It's 
place to be. 
tuation. Every- 
a damned hard 
N: Yeah. Probably one of the reasons I responded to this 
project. To get some feedback on how much of this is my 
perspective....and how much is real. 
R: Well, I think there's a lot of reality to it... 
And indeed, as she describes things, the problems appear very 
real, some self-induced probably, some inherent in the situation, some 
the result of trying to get too much too soon. But it does seem clear 
that if she wants to hold on to her family, continue to work, help to 
finish the house, and begin to make plans for going to law school -- 
all of which seem quite possible given her abilities and drive -- that 
some pattern of prioritizing and self-restraint is needed. This is 
difficult for her; her inclination is to rush out and begin, particu¬ 
larly as she feels that life is passing her by and she wants to grab 
the gold ring before it is a lost opportunity. 
Session 3 
This session has a slightly different coloration; the focus is 
almost entirely on Nancy and her "self-system" issues. The first one 
she brings up is her lack of what she calls "intuition," which she 
describes as an inability to look ahead and judge how she is going to 
react to certain situations. She uses her jobs as an example and 
points out that many of them have been unsuccessful because she has not 
been able to "intuit" how she is going to feel once she is in them. 
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Her current job is an example; preparations by the committee for 
adequate and continuous funding were not attended to; she should have 
recognized this, she says, and been forewarned. I point out that this 
is less intuition than carefully going over facts about a situation 
before becoming involved. She acknowledges that she is likely to make 
quick decisions based on impulse rather than planning. We translate 
some of this to her hopes for law school and the need to move slowly 
and deliberately. 
N: Once I've blown it a few times jobwise, or gotten myself 
into these major situations that I've had to get myself 
back out of which is not a very pleasant process, I tend 
to feel that I don t dare get myself into another one So 
even when I'm talking about law school, it would be good 
for me to methodically go about taking one course and 
seeing how I like the homework and the pressure and whether 
I really want to do that in the next three years.... 
R: The value of a holding pattern is the time to explore. 
N: And I don't feel I've ever had that. With two small 
children I really don't. I worked very hard before the 
marriage and during the marriage, and after they came. 
It's been a long haul. 
It seems the frenetic quality is lessening a bit and that more 
quiet introspection at least for brief periods might be possible. 
Talking about these things might be the paramount value of the 
counseling sessions for Nancy, as indeed it almost always is! She 
talked at one point of: 
N:...going 35 miles an hour in a 50 mile zone. Sooner or 
later you have to go 80 to catch up. 
R: You also have a choice as to what time you will arrive 
and sometimes it might be preferable to go 35 all the way 
and get there a little later. 
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Session 3 
Nancy begins the session by saying that "things are smoothing out 
a little. First, the board of her daycare network has decided that 
the program will close within a month; during this interim period she 
is free to leave if she finds something else. She can stay on during 
the month if she cannot. As it turns out, another job came up. 
N: The X daycare center had an opening for a toddler 
teacher in the morning and I thought, well, it°s still in 
daycare, but it's a part of daycare that I haven't been in 
anr|a?fSH “Thl'f -°b’i WhlCh I,ve been offered, is a morninq 
and it doesn t involve being in charge of anythinq Some- 
deal6luhW1 1 df thefanning and answer the questions and 
qive me thea?nrnmp ? f *5® P*y iS pretty good and U would l1V!w^the. lncome 1 feel we need....It would fit in with 
my children's schedules. 
This fall, her children will go to different schools; her son to 
kindergarten and her daughter in a daycare center in the neighborhood. 
N: I will 
to mine. 
leave my children at their programs and then to 
It really reduces the stress by quite a bit. 
R: When you come home, the rest of the day will be with 
your children. What will that be for you? 
N: My son won't come home until 3:45, and I'm thinking of 
trading an afternoon with someone. 
R: Is the new job really low demand? 
N: I did a morning, to see how I would like it. 
R: To experience a morning on site with the kids. 
N: Yeah, I spent the whole morning....I really needed to do 
that to get a sense of the atmosphere and how I was going 
to feel about the place. It's a very relaxed place. I 
enjoyed it. 
She describes it in more detail; she is delighted that she won't 
have any responsibilities or any decisions to make. It seems evident 
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that this may be an example of a hasty decision without a careful 
exploration of the effect that being in a non-responsible job will 
have. 
R: Nancy, is this an instance where you miqht need to 
project ahead a little bit and sort of anticipate some of 
s:™ ws r0r90 wrong for *°U? *°uld * 
N: Yeah, it definitely would. I've been trying to do it 
since it came up. The pros and cons: how am I going to 
feel working in that capacity again... 
R: As a direct care worker as compared with 
administrator....How will that be for you? 
a supervisor or 
N: I think....I don't mind the direct care. I kind of like 
it....I think in a year or two, if I don't go to law 
school, I might go back into some sort of administrative 
capacity....but for now there are too many things going 
on....I didn t want a job where I would be under a lot of 
stress. 
There seemed to be some value in getting Nancy to look at some of 
the possible difficulties in going from director of an organization to 
one of the "lower-level" jobs. Some potential stress elements were 
looked at: what if she doesn't agree with certain administrative 
decisions? Especially if she feels they are bad decisions, harmful to 
the children? She says she would, in a non-threatening way, tell the 
director how she felt. 
N: At least on one level, I would have done what I con¬ 
sidered ethically responsible....This is a place where I 
really can't go wrong. I won't be confused or over my 
head, struggling to keep my head above water....Keeps the 
income coming in and keeps me in a holding pattern. 
R: A place to step back and say: where do I really want to 
go. What direction do I want my professional and personal 
life to take. So it comes at a good time. 
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It appears that this job will take a lot of psychological pressure 
off her so that her energies can, for the time being, be directed into 
channels that will make her total life more serene. The multiple 
tensions which she has been experiencing - job, children, husband, 
house - might be lessened somewhat with the new and less demanding 
job. Seeing it as a "holding pattern" helps to mitigate somewhat the 
feeling that she is taking a downward step professionally. 
Session 5 
R: So, you've had your first week. 
N: So far, so good. And I'm a lot more relaxed. I know 
exactly what I'm supposed to be doing, there's no ambiva¬ 
lence about that When I come home, I don't feel as though 
I ve been going like mad. y 
Apparently, there have been no conflicts on the job with either 
the administrator or with her co-workers, most of whom are much 
younger. She says again that this (counseling) has come at a good time 
for her, that it s good to have another adult as a sounding board. 
Without that, she often gets "down on herself;" her thoughts go round 
and round with no resolution. She then reports on her children. The 
morning routine, though hectic, is manageable. 
N: I think I'm looking at things differently. And our cir¬ 
cumstances are changed; there's less stress on my job. 
Nevertheless, over the weekend she had to do some work at her 
son's schools, which parents had agreed to do, and she had to go along 
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since Joel was sick. This was very aggravating and she got cross at 
him. She "acted like a shrew" which she hates. She again speaks of 
leaving him and we go over the pros and cons of that. She ran into a 
friend last week with no husband and things are very tough for her and 
her two children. She seems to be getting to a place where she can 
view her situation with at least a modicum of acceptance. There are 
many stressful elements but she feels she is better able to weigh the 
advantages and disadvantages, and give the marriage more time to settle 
into a less harried state. She is becoming more objective, she thinks, 
and to view her life in more totality. 
Session 6 
N: I'm feeling still, not at an impasse, but still in a 
holding pattern, still working things out and nothing holds 
still. Things seem to be quite filled now. Even my job. 
There came a good possibility of expanding hours...suddenly 
there were other opportunities there that I hadn't per¬ 
ceived when I took it. I really took a good long look and 
decided to stay with what I've got. 
She also reports that Joel had been sick. 
N: Really sick. But it's his way of being sick. He just 
collapses. Becomes helpless. He checks out on every 
level. 
She would like to go away next weekend with the children, leaving 
Joel at home. I suggest that Joel, at home, is more likely to get the 
vacation she feels she needs. 
R: What is the possibility of you and Joel going off, leaving 
the children? 
She has some resistance to this idea; she says it is too complex. 
She acknowledges it's very hard to face this directly; it has serious 
implications for the marriage. 
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N: Sometimes it's good and sometimes it's lousy. 
R: ....it ebbs and flows, it isn't always good. 
N. Not really. I have to be dead honest with myself it's 
sort of "writhe tunderit!'Ve $°rt °f aVOided 1 
But last evening, she says, was good. They sat down together and 
she talked about her new job. "He really listened," she says. 
N: I really appreciated that. So I'm going to see how the 
year goes and figure out what to do next. 
R: You seem steadier than when we started; you seem more 
centered. As though you have a little bit better handle on 
what you need to get through. You're in a difficult period 
of life—little kids, your husband starting out in busi¬ 
ness, you wanting to move in a career direction, toward law 
perhaps, being stymied right now...You'd really like to get 
on with it....and the holding pattern we're talking about 
this is the time for you to maintain that holding pattern, 
but its difficult. Law school seems like a good direction 
but maybe it's a year down the pike....but you're still 
young enough to do it. 
N: That's what I have to keep focussed on. What I'm doing 
now doesn't necessarily mean that I'm stuck doing it 
forever. I have a little better perspective on that. 
R: There's something to be said for entering the school and 
career thing late....You come in with an enormous amount of 
knowledge of the world and experience....All across the 
country older women make the highest grade point average of 
any group. 
N: We are good workers. We've had to do it on no sleep. 
End of sessions 
Nancy: an assessment 
Nancy has been going at a rapid pace since her graduation, 
marriage, first job seven years ago and two children in the interim. 
She appears bright and ambitious; she wants to forge ahead in a career. 
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A devoted mother, she wants to be 
with her children. Her marriage is 
suffering from this dual focus; 
time for each other. 
neither she nor her husband have much 
The counseling focussed on helping her to step back, get some 
perspective, maintain a "holding pattern," and, in the process, to 
stabilize herself a bit, look at some career directions, focus a bit 
more on her husband. The potential for managing all these things is 
there. The work/family/self interface, currently stressful, hopefully 
will be stabilized ultimately to provide Nancy, Joel and their children 
with great satisfaction. 
There were two or three places where some work and career gen- 
eralizations were made, mostly to give Nancy the feeling that she 
wasn't alone - which she feels herself to be much of the time - and 
that others have experienced this dilemma and survived. A knowledge of 
these areas is useful in such situations. 
Given the chaotic and somewhat unrewarding quality of the marriage 
for Nancy, another counselor may have pushed for separation. The 
practical logistics of this, plus the fact that underneath the chaos 
they seem to care for each other, made this seem an undesirable solu¬ 




Sonia, 39, has been married for 14 years to a social agency 
administrator who had at the time of our sessions been unemployed for a 
year. They have two children, eleven and nine. Sonia is a nurse 
practitioner and an RN; she has held the same job in a university 
health center for the past 15 years, with brief time off for the births 
of her two children. She has been thinking for some time that she is 
ready for a career upgrade, but is uncertain what direction this should 
take and is reluctant to "outdo" her husband in his career, feeling 
that his already fragile ego would be further damaged. She is 
thinking of some kind of specialization, but isn't sure that that 
might be. Since she is currently the sole breadwinner for her family 
this limits her somewhat, she feels. She and her husband have an ex¬ 
cellent relationship and his welfare is of paramount importance to her. 
As well, she is a conscientious parent and by and large enjoys her 
children. Sonia finds many conflicts in the work/family/self 
interface. Self inevitably comes last; family and work vie for her 
energies, though she gives fully to each in their own settings. What 
we called "the transition time," the first hour at home after work, the 
last hour of work before leaving for home, were extraordinarily 
difficult for her. In fact, her major issue in counseling was this 
work/family interface with its concomitant frustrations and conflict. 
She wants to move ahead in her career but not at the expense of her 
family. Further education at this point, though very desirable, she 
feels, would sap her last ounce of energy. She does not want to leave 
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her current job, which she loves. She would like to develop some 
personal interests but there is never time. She would like to spend 
more time with her family and feels guilty that she doesn't. 
The possibility of upgrading and specializing on her present job 
would be ideal, but seemed unlikely. However, during our sessions she 
responded to a bulletin board notice at work: a cardiologist in the 
health center was looking for a nurse to train in his specialty. It is 
a "residency" in cardiology and she will be allowed a few hours per 
week away from her regular duties to take the training and learn this 
new specialty. She also registered for a course which can be taken 
during the work day. She hopes that this will begin her Master's 
program, but has decided that "one step at a time" will be her 
philosophy; best serve her at the moment. 
Sonia appeared to find the work/family/self interface very stress¬ 
ful; she seems never to have enough time to do things as well and as 
carefully as she would wish; to function in all areas really well. She 
seemed to benefit greatly from the counseling sessions. A somewhat 
frenetic quality began to disappear, and she began to draw on an inner 
strength which allowed her to meet her responsibilities with more 
serenity and equanimity. 
Session 1 
S: Last summer Rob lost his job and we decided it was a 
good time for him to go back for his MBA. So he applied 
but something got loused up administratively and the 
application wasn't processed so he didn't get in. 
R: This was a disappointment to you both? 
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tnnNOtTfeaIly' ’*was rel1eved and in a way I think he was 
h ,' was a stop-gap, an alternative to working And 
about the kids, getting them off to Sol and 
Setter than91! T'dyMwhen 1 come home- He does some things 
the Sored wife *°ney better and Qott'en 
R: Sounds like a comfortable arrangement. 
S: WeH I'm sometimes amazed at some chanqes that have 
a UuS«Ceandn,md' .i'1" developing some rea'l macho-mSu 
Spt hnJt HdH - d0n t knOW where the^'re comin9 from. If get home and dinner isn't done and the laundry isn't 
done....I get angry. Just like a macho-male. 
R: What do you do? 
wnntinnV^ ?tart Pick1n9 at Rob and the kids, 
wanting to know why they re sitting in front of the TV when 
the laundry isn t done and the place is a mess. 
R: Are you bothered about the mess itself, or does the mess 
represent something to you? Maybe evidence of their not 
caring when they know that tidiness is important to you? 
S: Both maybe. I see them sitting there and I'm tired and 
have been working all day and there are still things to do 
before I can sit down and it makes me angry. 
The transition time from work to home is explored further. It is 
a troublesome time for her. She is beginning to feel that the longer 
Rob stays idle the harder it will be to re-enter his field. She 
worries about this and hates herself even more when she gets cross at 
him for not being a good "househusband." She worries that his self¬ 
esteem as a person and as a professional is going down the drain. But 
they get along well and are sensitive to each other's needs. 
Session 2 
The session opens with a reference to the previous session. Sonia 
would like to begin to find a new direction and formulate some goals 
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for the coming years. She and Rob have talked of doing family work 
together; they like the idea of flexibility of scheduling and increased 
autonomy. And she worries as well that gains that nurses have made at 
her health center will be taken away; the MD's seem to be wanting to 
"pull back" some of the independence they have given nursing staff. 
She worries that the nurses are not well enough organized nor aggres¬ 
sive enough to hold onto these gains. She herself would like to become 
more active in organizing but doesn't have the energy, she is torn 
between doing more in her professional field and devoting more time to 
her children. She is feeling a lot of stress. 
It seems clear that Rob is more easy-going than Sonia. He was 
more tolerant of her relaxed housekeeping than she is of his. Her in¬ 
ability to "take things in stride" is an issue for her and she repeats 
that when she returns home and finds things chaotic, she "raises hell." 
Then she flagellates herself for her lack of understanding. 
R: After one of these flare-ups happens and you think: I've 
got to come up with some new ways of dealing with this, 
have you come up with some new ways? 
S: Well, I come up with ways and then I forget about them 
when the next time comes around. 
We go over the specifics of her arrival home, including what she's 
feeling when she walks into the house, what specifically stirs up her 
wrath, how she chooses her target and so on. She goes "out of 
control." 
R: When you say "out of control" you mean both out of 
control of the situation and out of control of your own 
feelings. 
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won't ^ able to “unction." "0t *b1# l° deCOmpensate- ■ 
fhin\iWOn^er there s an alternate behavior...right now 
h^nno Vi tetlm 0f your welfare- Because three9 thinqs 
hapPen at least. One, you don't look good to your family 
Yourself ’ththat m?U d°n,t feel ver^ 9°od about ^ 
■ Jou want, does’it?ree’ Pr°bably d°eSn,t get the results 
S: Probably not. Probably not. 
Sometimes she goes to an exercise class, which helps; we talk 
about transposing that to home and exercising in her bedroom for a bit. 
S. What Id like to do is lie down for 15 minutes. But 
somehow the idea of just walking in and doing that. I'm 
just not sure how that would be. What's wrong with her 
how come she's not talking to us, we've been waiting for 
her all day... y 
R: Is that real? 
S: I don t know. It's what I think. But I remember when I 
was home with young children, if Rob had done that...well, 
I suppose if he had done it, I would have accepted it. 
That would be his male prerogative. As the breadwinner. 
We talk more of this, but the idea of expressing her own needs is 
very difficult for her. 
S: I would like to be more straightforward about it, 
stating my own needs, but I think even growing up I never 
learned to state what my needs were. 
R: You were worrying about meeting someone else's needs. 
S: Always, always, always. 
After more discussion we determine together that a more comfort¬ 
able device for her would be to come home, take a shower and change her 
clothes and then deal with the household. 
S: I'd be willing to try that. I'm really into trying to 
do more for myself. 
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_ --■ i uni i i jr. 
S: I agree with you. I'm going to try it. 
Session 3 
R asks if the transition time from work to home has gotten any 
better and Sonia nods and then recounts an evening soon after the last 
session when she and Rob went out for a drink, where they talked about 
some of the issues we have discussed. Rob feels she should be more 
explicit about her needs and not feel so guilty about having them met. 
She agrees in principle, but finds it difficult to do. She is having 
some difficulty with her daughter and says: 
S: No matter what you do it's not enough. 
R: You're pushed further than it's comfortable to go. 
S: I feel out of control. I don't like to feel that way. 
Again we talk about alternatives. She is alert but doubtful of 
the efficacy of anything. She wants to do everything and do it all 
well. She hates to ask for help, sometimes turns it down when it is 
offered. She is particularly anxious today because a friend is coming 
to dinner and she is depending on Rob not only to have dinner ready but 
also he called her at the office to say that the floor is being 
polyurethaned today and some complications have arisen which mght mean 
a slight delay in dinner. She is anticipating having to meet some sort 
of an emergency when she gets home. She says that luckily she has had 
a serene day at work and will go in tomorrow to a cleared desk. 
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Airing ail this seems to make her feel much better. Interventions 
point out her strengths, how much she is able to handle with poise and 
grace. She may find when she gets home that everything is swell, but 
she feels it is dangerous to anticipate this. It has been a session of 
ventilating her griefs and frustrations and, from this standpoint, has 
been of value. Some of the tension has been worked off in the session 
and hopefully she will go home a bit more composed. 
This anxious state apparently does not manifest itself in the work 
setting, although she has a demanding job that involves both 
interaction with patients and doctors and with administrative staff, 
she apparently remains very cool and composed in that setting. She 
feels competent to handle just about anything that comes up. It is her 
role as mother/wife/breadwinner that is proving difficult for her; she 
is not living up to her image of what she "should" be doing. 
Session 4 
R: When you left here last time, you were somewhat anxious 
about what you would find when you arrived home. You were 
expecting a friend for dinner, your husband had 
polyurethaned the floor_ 
S: It was really o.k. When I got home, the mess was all 
cleaned up. He was cooking dinner and had a smile on his 
face when I came in. I was ready to dive in but didn't 
need to. 
R: And your friend came? 
S: My friend came and we had a nice dinner. Everything was 
fine. I had been anxious because I thought it might be a 
bad one, but it was fine. 
R: How do you account for that? 
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side?ate!led together- He «« particularly con 
R^Oo you have any thoughts about why it worked out so 
.k"°.w- 1*aybe decause I was coining here. He's a 
little mystified about what we're doing I suppose I don't 
noW;...everything was fine. WHen I walked inP the door I 
= * 1 y0r sounded rea 11 y overwhelmed on the phone 
1 .what do you want me to do?" And he 
Hnwn\fEfhrfthinQ Is fine‘" 1 don,t know whether I sat 
that moment, or felt too uncomfortable to sit down 
and thought I ought to do something anyway. But we did sit 
down before my friend came; we had time to sit and 
friend was over within the hour. my 
R: You said when you got in 
involved, to do something. 
you felt a real need to be 
S: Well, sure. Because I felt all primed. 
R: You were all primed. And even though he was telling 
you and reassuring you that everything was under control 
and you could see that it was, when you got in...where did 
that anxiety come from? 
S: I suppose because I was so ready to be anxious. I... 
well...when he called me he sounded a little uneasy. And I 
could see in my mind the mess and having a guest over that 
I had invited and I had sort of left him with a mess and I 
was a little antsy. 
R: And that's legitimate. And you were sensitive about 
what was going on with him. You were concerned. But the 
process...there were two things going on: there was some 
justification for being anxious. You had spoken to him and 
there was some evidence to indicate that. On the other 
hand, when you got in things were smooth. It was difficult 
for you.... 
S: To let go. And he was cooking and I felt it was sort of 
important to pitch in and... 
R: So it was hard for you to relax. Hard for you to step 
back and say, o.k., I'm not really needed. And then... 
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ius^Vl! h° Telf' 1 took a shower and then it's 
.^rJSld0 
thil rnde1if ’t s a clue> 1f it gives us a little clue to 
*!”* tr*9nsition problem that you're having. Of leaving 
feeling that demandsional and coming into the house and 
reeling that demands are made on you immediately that vou 
have to respond to, and that are the cause of some * 
nthp^ati?n and nnileir.y and resistance and a whole lot of 
nnr LoH h9S’ But Wh?n the sltuation occurs when you're 
not needed-you re feeling bereft. Have you felt that? 
I..t1hink 1 mentioned once before, once you take on 
it'<f Tun t! S- t f° ^ ^hat causes some degree of anger, but 
s also touigh to let go and to find something to do in 
its.place. It s a hard thing to give up. Because you're 
so into performing.... 
R: It indicates that you might be colluding in your own.... 
S: Oh, I m sure I am. But it's hard for me to break away 
from that. And I think I did, eventually. It took a few 
minutes. It's a hard thing to do. 
R: But you did it. And I guess what I'm suggesting is that 
these other times when you come in, when you don't have 
company, and there isn't the polyurethane crisis and so 
forth, I wonder if we could look at those times for a 
minute and see if perhaps in some ways you also collude. 
You really would like some time to yourself, you say. Do 
you both want that and deny the need for it? And collude 
with the kids in not letting you have it? 
S: I know what you're saying. I think it's because I've 
been away all day and feeling a little guilty about not 
being there in that role. 
R: So a little of it is guilt. One part of you wants some 
time to yourself and another part of you says, "I really 
don't deserve it. I better get in there; this is where I 
belong." 
S: The old conflict about whether you should be home or 
whether you should be working. I'm sure I collude because 
sometimes when I'm aware of what I'm doing I still do it. 
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She is reminded of another area where she is colluding with Rob 
and agreeing with him although she has a strong sense that the decision 
H a wrong one. This is the matter of the MBA program; it seems the 
administrative snafu has been cleared up and he has been accepted. If 
no job turns up, he will probably go. She says: 
S: If he's going to school, I shouldn't be taking a course. 
back°to rsermhnnier thdt Whe" we f1rst talked about Rob going 
it harrf Jfi 01 * ?ou were somewhat negative about it? .. Is it hard for you to say this to him? 
S: No, we've talked about it. 
But she adds that he doesn't seem to be putting much effort into 
finding a job. She is beginning to think they are depending on her 
more than on him. This is frightening to her. And his confidence is 
being shattered. Her professional identity is strong and his is weak. 
R: So your role is a throny one. Not only maintaining your 
own professional identity but doing it in the face of a 
situation where hour husband's sense of his own profes¬ 
sional identity is in jeopardy. 
S. He s had a struggle. He withdraws. It all seems a 
jumble. It's better because I'm talking to someone. I 
think I can try to let some of that go. I'll have to if I 
don't want to drive myself crazy. 
R: There is a core of strength in you that I don't think 
you're drawing on as much as you might be. 
S: I've always credited myself with being a survivor. 
R: You are a survivor. I think I'm suggesting that you 
have the capability, the intelligence, the strength to get 
a little more control over things. It's a matter of 
letting yourself use these strengths you have. Casting off 
things that you don't really need to worry about. 
S: It does take a lot of energy, the worry, and it does 
distract me. And it limits my potential. 
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Session 5 
S: It's the recurrent theme of tryinq 




will go where you 
R: Do ^ou you're doing any better at it? 
S: Probably not. Well, some days, yes. If I can remember 
taiked a^- i*--o 
R: How do you decide, 
priority over that? what is the process, that this has 
cnrt t0 Sidy* 1 ? not a 9°od conscious chooser. Thinqs 
: ?!„9V °"? and,b* the time 1 realize what's happening 
It s very hard to make an intervention....It's hard P Or if 
you p an ahead and say this is what I'm going to do, it 
doesn't always work. 
R: What are the things that get in the way? 
S: 1 think I probably get immobilized. Very slowed down, 
it s hard....But I'm making a conscious effort to let qo of 
some of it. 
Rob has decided not to go back to school and Sonia is intensely 
relieved. He interviewed for a job he did not get. Money will continue 
to be tight and this is worrisome. 
R: Is there a spillover into your job of some of these 
worries? 
S: I have to shut them out of my mind when I go to work. 
They are there some of the time. But in my professional 
person dealing with all those other issues; people and the 
whole staff and being a caring provider...and sometimes I 
sit down and say I can't do anything. And then I just get 
up and keep going. 
R: By and large, given the two areas, which one do you 
think you're managing better? Or does it shift? 
S: It does shift sometimes. This has been a busy summer; 
I've felt kind of tired professionally. 
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R. We talked about the transition 
transition, from work to home. Is 
from home to work? 
the quite difficult 
there also a transition 
un in y* • Absolutely- It takes me a long time to oet 
the moving. Some mornings I don't want to do it 9 
Then sometimes I'd rather keep driving on by.Thenonce I 
" 9et lni-o my day, that feeling is gone. 
There is discussion about the role of the nurse, which at times 
can be stressed. 
R: Your strengths are very impressive. 
S: Thank you! 
R: So hold onto that....I can make my way through this 
stuff and come out ok. 
S: If I can get enough sleep! 
Session 6 
This is the last session and Sonia arrives quite excited about 
a new development at work. 
S: Some new developments in my work have come up. I 
started my course yesterday. It's going to be interesting. 
A nursing theory course, a lot of philosophizing. That'll 
be fun. I'm ready for reflecting. It's a course to 
develop a theoretical framework for your own practice...so 
I'm looking forward to that. I'm at a point where I'm 
anxious to tie a lot of career things together and move 
on. I was a little anxious about it, as you well know, 
and the old thing comes back, when will I have time to 
read, to study, how to find those times. Will I have any 
time for myself and everybody else. 
R: Well, you'll take it day by day hopefully...Discipl ine 
yourself a little bit... 
S: I've been pretty good about that in the past. I also 
think there are going to be some little holes in my workday 
to do some reading...I'l 1 have some relief time to go to 
class...and I'm excited about...I'm going to work with a 
heart specialist! 
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A heart specialist had offered teaching in return for assistance 
and Sonia took advantage of the opportunity. She says: -Vm really 
getting a residency!” Although it wasn't a field that she had ever 
considered, it see.ed like a very good opportunity and she applied and 
was accepted. 
S:...and the opportunity came and I went and nnf if n a 
the part about career ladder; even though you're a gen-"13 
- ist, you have to have some little niche of you^own. 
R: How does Rob feel about this? 
S: He's pleased He thinks it's a great opportunity for 
?nh ho* W1 meet need for more stimulation on the job., he s very much invested, he admits this in what T dn 
right now because he doesn't want to think about what he's 
doing. So it's easier to be excited about me. 
Dositivp6 9°rLaf l0t.t0 think about> but ^ sounds very positive. That you're in a pretty good place. 
ohnMf1 fPJf®aSed Wlth what's going on in mY life but worried about fatigue and crashing. 
R: You are understanding better some of your own needs. 
S: I understand them but lots of time I don't know how to 
proceed. But I'm getting better about that I think. I 
feel good about things. 
R: I'm glad we're ending on a high note. 
End of sessions 
Sonia: an assessment 
By and large, the major issues for Sonia were the following: the 
transition from work to home and, less compelling but important nonethe¬ 
less, the transition from home to work. Both are fraught with conflict 
and anxiety and a kind of restless tension derived from seemingly 
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incompatible demands on her. She feels guilt, about not being at home 
with her children, but when she has remained at home - the births and 
earl, ,ears of her two children - it has been difficult and she has 
wanted to get back to work. The work/famil,/self interface is ver, 
stressful for Sonia, a never-resolved conflict. 
She feels guilt about losing her temper when things at home are 
not the wa, she expects them to be and hates herself for feeling this 
wa,; she calls it being a "macho-male" kind of behavior for which she 
has no respect. We explored together how the "macho-male" attitude 
develops. The woman's role in this was part of the s,stem that kept 
both men and women locked into this behavior. Role diffusion or role 
reversal does not eliminate (as in Sonia's case) the residue of these 
old expectations, whether overt or covert, whether originating from the 
man, the woman, or both, whether clear or unacknowledged. Sonia's 
comes partly from a vague feeling that she is not fulfilling an 
expectation, even though she does not consciously support the division 
of labor of tradition. Discussion with her husband helped but did not 
eliminate the conflict. 
She is frustrated about her husband's unemployment. Again, when 
she looks at this rationally, she sees no reason why he shouldn't stay 
at home for a year if this makes sense to him and her salary is 
adequate to meet the needs of the family. But she is uneasy about it, 
feels he is losing ground professionally and that she can't give full 
attention to her own career goals and development because it makes his 
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position even more evident. This, at the beginning of our work was a 
clearly articulated conflict which seemed to subside somewhat at the 
end of the six sessions when she took an important career step of her 
own. 
Soma has used the word "exhaustion" throughout. This is often 
the result of unresolved conflict, which is not to say that exhaustion 
is not just as often the result of being overworked. In Sonia's case, 
it is probably a mixture of the two. But since she appears energetic 
(her affect is never listless or anomic), it seems likely that a large 
part of the cause is conflict. 
Part of the goal of these sessions was to identify the conflicts, 
understand the conflictual elements, modify them where possible and 
learn to live and function effectively with issues unresolved. Her de¬ 
cisions to take a course and begin an upgrading "residency" produced 
some anxiety, but also excitement and anticipation which will quite 
likely energize her for her other responsibilities. 
Martha 
Martha is a woman of 41, married to her second husband, a sales¬ 
man. She has one daughter by her first marriage, he has four sons by 
his. All five children live with them although the two oldest boys are 
away at school for part of the year. This is a new marriage for 
Martha; she had been married only a few weeks when she joined the 
counseling research project. 
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She is an editor at a college publication office, where she has 
worked for several years. She loves her work and her office is a 
relaxed and accommodating one. Her boss, a woman, is also her friend. 
The transition from single woman with one child to married woman with 
five children was done with the support of her co-workers; there 
appeared to be little family/work conflict. 
Her major concerns focussed on home and family. Adjusting to four 
sons and a new husband, helping her twelve-year-old daughter adjust to 
their new home and family, and keeping herself serene and functioning 
well in the process were her major concerns. At the time of our 
counseling sessions the work/family interface was an easy one, largely 
because her co-workers were being accommodating and supportive of her 
new family status. Family comes first with Martha, but her liking for 
and commitment to her job is strong. She would not give it up. The 
workplace figured very minimally in our sessions together. Her job is 
a stable one which she likes and wants to keep. She is not ambitious 
for more than she has. The flexible hours and permanent status make 
the job very desirable for her. 
Essentially, adjusting to a family of four active boys was a major 
focus of the counseling. Her daughter, a quiet, studious person, was 
having her own difficulties sharing her mother with her new step- 
family; this was also a source of concern to Martha. In general, 
Martha seemed to be doing very well and what she seemed to want was 
reassurance. A few "solutions" to problems were worked out almost 
entirely by her. My listening and validating her as a wise and caring 
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woman gave her a bit more courage and faith in herseif to make 
decisions, but it seemed clear that with or without the counseling 
experience she would have made wise decisions and carried them out 
sensitively. 
Martha's situation more resembles a woman in her 30's. What makes 
the interface of work/family less acute than might be expected was the 
unusually supportive work setting. We might speculate that if she had 
had the usual job pressures and demands (like either Nancy or Sonia, 
for example), the work/family interface would have been marked by great 
stress. 
Session 1 
The session begins with Martha recounting her first marriage, its 
dissolution, a period of two years as a single parent with an eleven- 
year-old daughter, and her recent re-marriage to a man with four sons. 
The issues that she suggests are important to her include: adjusting 
to a new husband and his children and their house, keeping the intimacy 
with her daughter and helping her daughter adjust to the new circum¬ 
stances, and keeping her own poise and equanimity throughout. She 
describes how she is managing the combining two households, settling 
in, and finding time to spend with her new husband, while still working 
full time in an office. Her office is relaxed, she says, and she can 
juggle her work schedule to fit her family's needs. 
She reviews the break-up of the marriage; her husband left her for 
a younger woman. It took her by surprise, and she was almost knocked 
apart by the situation. She was so despairing that she says if it 
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hadn't been for her daughter, Pat, who needed her, she would have 
thought seriously of suicide. She believes that Pat's difficulty with 
her stepfather, Peter, and his sons, is her way of showing her anger 
with her father, which she has never expressed. And she has unchar- 
acteristically drawn away from Martha as well. 
R: Are you able to spend any time with her, just you two? 
J t7ut1°* Because the household is so hectic now it's 
hard. She s going to summer school and I drive her there 
Jhne c!rm°ius?9 ^ PlCk h6r UP at night 50 we have time in tn ar, j t we two. 
R: Is that generally good time together? 
M: Yes, it's generally good time. She tells me 
going on....I would like to feel that she's 
person to know I can love the boys and love 
maybe it will take getting used to. 
what's 
a big enough 
her too, but 
R: How do you convey that to her? That you can love her 
perhaps even more, and love the boys and Peter as well? * 
M: I really haven't. Other than...I try to maintain the 
love signals that have always been between us. Speaking in 
a certain way or looking in a certain way. 
R: Does she respond? 
M: She responds. 
She laments that her daughter is the problem in the house when her 
expectation was that she would be the one non-problem. Peter is 
thoughtful and supportive and cooperative in every way. The boys are 
great. Martha says, with a touch of asperity in her voice, that Pat 
will take part in the fun things but backs away when there's work to be 
done. And adds: "Which I have been having a devil of a time with." 
We agree to pursue this further in the next session; I make the 
assumption that this may be the issue that Martha has brought to coun- 
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seling as part of this major change that has taken place in her life 
Session 2 
R. We talked last week a lot about Pat and about her diffi- 
ihe nfW family and new stepbrothers and a new 
stepfather and so forth. How are things going? 
M: They are going beautifully. 
R: Oh? 
Martha then recounts in some detail the fact that Pat went away 
for the weekend; she apparently came back home happy and content, fully 
repaired" and had a good week, affectionate toward her stepfather, 
cooperative with the boys, everything suddenly perfect. We both 
suddenly realize that there is a time discrepancy; that the "week" 
which has been so fine is just beginning; it is Tuesday. There is a 
lengthy silence. I decide not to explore the discrepancy at this time. 
Martha switches her focus to her job. 
M: My job is a good, positive aspect of my life....My 
immediate supervisor is a woman, and she has been divorced 
herself several years ago, so was very supportive of me. 
It was like having my own therapist at the workplace....The 
kind of hours and time I have really allows me to be flex¬ 
ible in my life...I feel real fortunate about my work 
space. 
R: Is this a place where you'll probably stay? 
M: Yes, I'm sure. I tend to put down roots....I went back 
to work when Pat was two. I went to work part-time as a 
switchboard operator, evenings, six to ten. And I did that 
for four or five years....And then I looked for a job where 
I could stay a long time. Pat was in the 2nd grade when I 
started working full time. I was lucky having family in 
the area for child care. 
R: So you didn't have to worry about... 
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M: Well, I would still feel some guilt. But when shp nni- 
eTenVThethiT feU thdt H "“"t mVe^afbl ° 
fhoh I* 1 wal away or n°t—The hardest part 
s after the divorce and when I was dating Peter. 
She then discusses some of the details, mostly her guilt at going 
out and leaving Pat at home alone and although they often asked her to 
go along, she usually refused. She says that Tony's mother (M.'s 
former mother-in-law) is still a friend and very helpful; she has not 
forgiven her son for leaving Martha. She talks of Tony, admitting that 
although she is very happy in her new marriage and loves Peter, she is 
sti11 angry at Tony. 
R: How do you deal with the anger? 
M: I don't. I stuff it down....It's there and I'm always 
pulled between my feelings for Peter and my old feelings 
for Tony. I was in love with him when he left. 
She says she has a different kind of love for Peter; he is older 
and a different kind of person: more mature, more open. Her sexual 
life with Peter is much better, partly because of his natural warmth 
and openness, she thinks. 
The question of anger is not re-opened, nor is the time 
discrepancy. 
Session 3 
This session was almost wholly devoted to internal household 
affairs; the relationships between children, how chores are dis¬ 
tributed, what the kids do in their spare time, and so on. There is a 
long pause in her recitation and then she shifts to when Pat was born. 
Tony picked her up at the hospital and brought her and the baby home, 
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brought in the bags and then rather unceremoniously left them to go off 
and play in a golf tournament and didn't come back until late that 
night. 
iI4.feltu'?Url and an9ry at the time> but ib was as much my fault as his for letting it go. Sometimes people don't 
know your needs unless you make them known....I think Peter 
and I can see in both our former marriages that a lot of it 
was not making your needs known. 
R: So you and he are able to, partly because of this 
previous experience and partly because he's able to talk 
about things and you are now, and whatever is going on you 
are able to talk about these things. 
M: And I've found that he's very much there. It makes you 
feel good when someone is...responsive. 
There seems to be a strong need in Martha, and this episode and 
its follow-up reaffirm this, to feel that she is able to handle this 
new situation, that she has learned a great deal and is putting this 
knowledge to use, that she has made a good choice for her second 
husband, that she is in command of herself and her environment. The 
work/family interface, with which this research project is concerned, 
seems not an issue with her except that she is a full-time working 
woman, that an important part of her life is focussed on work, and that 
she has no intention of giving this up. But family issues are 
paramount and work seldom comes up during the sessions. 
Session 4 
This is another session devoted to family issues, many of which 
are the expected ones of a new stepmother trying very hard to be good- 
natured and loving and caring, at the same not letting herself be 
exploited or walked on. 
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PeterSsaid9wh* h thi?k 1 stoPPed til about 9 o'clock 
there's a T Slt d°wn’ but 1 can,t sit when tneres a pile of laundry and other things to be done 
satUfarJin he!f. l like t0 d0 certain things to my 
satisfaction without badgering them to do it. 
Then she shifts to the fact that Peter did a great deal for his 
first wife when she went back to school, to free her up for study. She 
reiterates that he is also very helpful to her. But, she says, after 
his first wife got her degree, she left Peter and the boys for someone 
else. She talks at some length about the fact that women are not the 
only ones who get hurt; Peter was badly hurt. But her opinion of men 
in general, she says, is not very high, mostly because of her mother, 
who had 12 children, and what her father wasn't. 
M: My ego has been blasted full of holes by men. There are 
only about five that I really respect; Peter is one of 
them. When Tony left me, he went right down there with the 
rest. My seven brothers are little boys in men's clothing, 
very dependent on the women they married....I've learned 
what it's like, with Peter, to live with a man who always 
puts you first. 
She discusses her sisters, who were extremely supportive of her 
while she was going through separation and divorce from Tony. In a 
way, this is a highly charged segment of the session; her generalized 
statements about "men" and her obvious lack of regard for her seven 
brothers seem almost out of character, at least the part of her charac¬ 
ter she has chosen to show thus far. Her high regard for her new 
husband and her generally low opinion of men are clearly articulated 
and come as something of a surprise, and her devotion to her sisters 
and theirs for her is a dimension of her life and character that she 
has not shown before. 
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Session 5 
M: A minor thing came up this morning and I thouqht this 
goes under the heading "working women." I got a notice 
Fnday (this is Tuesday) from Pat's school that they didn't 
have a record of her last booster shot and were quite 
adamant about she either wouldn't be able to come to 
school which starts tomorrow, or she would have to qet a 
shot at school, which she doesn't need. And notes from 
parents are not acceptable; it has to be from the doctor. 
5o I had to take time off from work to go to the doctor's 
office to get it in writing from him. These are the binds 
you get in when you're trying to raise a family long dis¬ 
tance from the workplace....You work it out, but in the 
meantime, you get crunched up about how you're going to qet 
it done, how am I going to get this taken care of. 
R: So the schools continue to function as if there were a 
stay-at-home parent to take care of these things....What 
were your feelings about it? 
M: I can understand why it needs to be done, but it becomes 
a hassle, it's an extra errand and it's really hard. You 
have your responsibility as a parent and to me that does 
come first. But if I were in a workplace where it was hard 
to manage to get something like this done... 
She moves on to the other children and shows me a picture of her 
new family plus her daughter. 
R: Let me make an observation. When you showed me the pic¬ 
ture, you said: this is Errol, this is John, this is 
Peter, this is Pat, and this is my Donnie (Donnie is Pat's 
age). 
M: That's how I think of him, as my Donnie. He needs me 
most. 
R: And perhaps it's that that gets Pat's nose out of joint. 
On occasion. That makes her more needful perhaps than she 
would... 
M: I think so. Although I think basically she likes him. 
She then describes how cooperative Pat was yesterday and how 
things in the household have changed so dramatically. I ask her to 
what she attributes this and she says: 
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M: I think just time and a whole lot of getting used to 
being there and accepting that she's the'e and this is the 
way its going to be....I feel better about it. 
LW?re t0 5u11 out of our times together any one 
thing that seemed to trouble you most, it would be that. 
f™1 d0lng something bad to Pat. Will some harm come to 
ner. A little uneasiness about her_ 
M: Yes, I can see that 
have a negative effect 
feel that it's going to 
I worried was my 
on my daughter's 
work out... 
choice going to 
life. But now I 
She then reflects back on her divorce and again a lot of the 
bitterness and anger well up. Even with a woman lawyer, she says, 
there was a lot of bickering and nit-picking over trifles. And the 
humiliation of the courtroom, the public "airing of dirty laundry." 
M: I think Peter and I try to be kinder to each other and 
appreciate each other more and be more respectful of each 
other's feelings, because of former hurts. 
She talks again of her new and growing ability to share her 
feelings with Peter, taking responsibility for her own feelings. 
R: You're taking responsibility for your own feelings. And 
not laying them on anybody else to make them feel guilty or 
responsible. 
M: I regret that I learned so late in life. But better 
than not at all. But Peter is so sensitive that I can 
return his consideration very easily. I try to do the same 
for him and he tells me he's never had this kind of atten¬ 
tion and he loves it, he thrives on it... 
R: A wonderful gift to give each other. 
Session 6 
M: I would like to spend a few minutes on what the time has 
meant for me. The timing (of the research project) 
happened to coincide very nicely with a new event in my 
life which prompted me to come. I also think it was good 
experience for me to vent all these changes that have come 
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of vears T 9 uPhtaVa1 Changes in the last couple d a - r-r ’ "ever wePt ’"to counseling or therapy to 
cou d 'h t- B f coming here, I coped as best I 
Martha adds that she is taking medication for a newly discovered 
high blood pressure and going for regular check-ups. 
M: Some days you get so uptight your skin is crawling or 
nn? ?nnnV° I1?]*4 0ut of U-I hite my tongue and try 
not to nag at the kids all the time. I cannot change the 
every “"thing0. ,U'S ^ f°r ** t0 9et pick* about 
R: And when you say bite your tongue, you mean curb an 
impulse to say something, you hold that back. What 
do you use for stopping yourself from doing it? process 
M: Just sort of amazing self control that I'm not going to 
let either the person or the situation get to me. That 
it s just not worth it...I suppose inside it's addinq to 
the turmoii. 
R: Yes, I suppose we could assume that. Part of it, 
however, is how you tell yourself. You can tell yourself 
that you are a wise woman and mature enough to let this go 
and in the process of telling yourself you make yourself 
feel like a wise woman...Or you can say to yourself: I'm 
not going to yell at those damn kids one more time because 
they won't learn anyway, and that makes you feel like an 
angry martyr, and makes you feel negative. So the process 
can become an important part of the piece. 
Martha then recounts a couple of episodes that got her ire up and 
reports on how she handled them. It is clear that a good deal is going 
on a daily basis, as one might expect. I close the sessions by 
deliberately reaffirming her ability to manage. Some of her deeper and 
unresolved issues she may want to explore at some future time, but this 
is not mentioned; it does not seem a useful observation. 
End of sessions 
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Martha: an assessment 
It seemed clear that Martha was reluctant to acknowledge that 
there wasn’t anything that she couldn’t handle. The first session 
included some very honest concern over her daughter’s difficulties in 
her new household; in the second session, a week later, Martha asserted 
that all was well, all problems had been solved. Martha remarked that 
a primary reason for participating in the research project was to get 
affirmation that what she was doing with her new family was appropriate 
and positive. And indeed as she recounted it, it seemed to be. A 
valiant struggle to be a new stepmother to four boys and to be loving 
and competent in the bargain seemed worthy of support! There did not 
seem to be much merit in looking for covert issues or rationale for 
behavior that might topple her confidence in herself, although her 
deep-rooted anger at men might be useful to explore at some future 
time. Even so, she was out front about how she feels and why. 
The work/family interface was not stressful, but this quite clear¬ 
ly is due to an exceptionally relaxed and flexible work setting. If 
work demands had been intense, Martha's conflicts would have been much 
more acute. She is more nearly like women in their 30's, whose concern 
is largely with relational issues, and whose work issues, also very 
important, make life stressful. 
Caroline 
Caroline is a woman of 47, married for the second time to a 
professor. She has two children, he has one. None of the three live 
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at home, but they are there on an "in and out" basis. Caroline has two 
careers, both in human services, but disparate in their focus. She is 
a sex therapist in a family service agency and also in a hospital, 
where she works with a gynecologist; and she does public relations for 
a center for human development. The public relations job pays her a 
steady salary, which she likes; the therapy, while it pays more per 
nour, is dependent on third party providers. She likes all three jobs; 
they each tap into something different in her personality and work 
skills. Her major focus in our counseling, however, was on herself. 
She feels as though she is ready for a change in direction, a quantum 
leap forward. 
Family issues were not a focus in the interviews, although in the 
5th session, a recent conflict with her husband over money surfaced. 
The work/family interface seems to be well managed; she and her husband 
share household chores in a real way; they take turns doing everything. 
A work issue concerned a conflict with the executive of the family 
service agency, which she feels is manageable, though annoying. 
However, during counseling she decided to quit this job and by the 6th 
session had begun this process. 
Self-system issues were more important to Caroline than to any of 
the six women. She had lately begun to remember with nostalgia her 
early dreams of a singing career and has begun to take singing lessons. 
She would like to be a stronger woman, she says, without losing any of 
her sensitivity to people. She feels that she has untapped abilities 
which she would like to explore. 
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Session 1 
The session opened in rather unusual fashion, with Caroline 
talking, not about the work she was doing, which as it turned out is an 
important and compelling part of her life, but of what she had always 
wanted to do and had never done, which was to become a singer. She has 
treated herself to singing lessons and is working with an excellent 
teacher. She becomes tearful at this point and is astonished at her 
crying. She recalls that when she want to college she did not make the 
college glee club; she had wanted to go to a school of music, but her 
parents objected, and then she didn't even make the glee club! I ask 
her what she did with the disappointment and she says she just pushed 
it down and forgot about it. It is only lately that this old dream has 
resurrected itself. Helene Deutsch (1945) describes this phenomenon 
quite precisely when she suggests that in the mid-40's women take out 
old adolescent dreams and re-examine them. 
Caroline then moves on to what she did instead of singing. She 
was a religious educator; some music was involved in her work but her 
own singing she just "let die." 
From this, we move on to a discussion of her other strengths and 
she indicates that she has a difficult time assessing her own 
strengths. 
R: Are you still in religious education? 
C: No. I did that for five or six years when I graduated 
from col lege....I was employed full time as a director of 
religious education. About ten years later, we came here; 
there weren't the same opportunities. 
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But her church was giving a course in sex education and she was 
asked to co-teach it. She then went for training with Masters and 
Johnson and received their certification as a sex therapist. 
C: I have a private practice and also work with a 
gynecologist at the hospital. And I also do public 
relations with a human service agency....I have gotten used 
to that regular salary and it's hard for me to let go of 
wanWn d+.01ng trh.e theraPy» but it's not an income I 
my praaice^ 0n*‘,‘I m real1y ver^ Passive about expanding 
She indicates a lot of confusion about where she wants to go with 
both of these careers; one part of her would like to "do the public 
relations for myself;" develop a fully independent practice, advertise 
it herself. 
R: What stops you from doing that? 
C: Guts. I just get scared. 
R: Scared of what? 
Caroline then talks at some length of her ambivalence around all 
of this. She is not ambivalent about any part of it, just the way she 
is working it out. But, she says, being a sex therapist is "lonely and 
you're out on the edge." 
R: How does your husband feel about your work? 
C: Well, he thinks I'm a good sex therapist and would like 
to see me do more with it. Is very encouraging....but 
but it doesn't give me something I want; I'm kind of 
alone with it. 
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Session 2 
The second session begins with her saying that this week she has 
broken two fingers, broken her glasses, lost a tooth filling. She 
says: 
hninVf Jh / What 1 m stru9Qlin9 with...I can't get hold of why it s too much....My coming here last week and 
my coming here today seem like the most important thing 
that s happening. You know, kind of pondering and 
SharlT"? 0V\r .what0rm doing....Why am I doing this and 
where do I want to go? 
R: You are pondering over what parts of things do I want to 
keep in my life and what parts do I want to change; there's 
a quality of intensity.... 
C. It seems like it has something to do with pressure that 
I ve put on myself to do well or be great. 
R: You want to be outstanding....And that is not within 
your reach? 
C: Well, I don't know....I want more but I don't know how 
to get more. 
She talks of her sex therapy practice and that it is losing some 
of its enthrallment. Part of it is that it's crowded into only a part 
of the day, part of it that she doesn't really have her own office. We 
explore some alternatives and she responds that five years ago these 
things would have sounded terrific but something seems to be missing. 
She doesn't know why she is no longer satisfied. There is an element 
of creativity that is missing. She also talks about the administrator 
of the agency where she has her office; they are disagreeing somewhat 
about therapeutic orientation and she is uncomfortable about this. His 
specialty is family therapy and he feels if this were properly used by 
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more people, sex therapy would not be necessary. This is difficult for 
her to handle and she is intimidated by his powerful manner. 
Session 3 
Caroline says she feel drained and tired. She is very much caught 
up in the dilemma of what to do with her life. She also had a mild 
confrontation with the administrator about whom she talked last week; 
she feels he is something of a bully and she would like to leave the 
setting. But he owes her money. She feels under-valued in that set¬ 
ting. It is destructive to her. Up to this point, she has felt that 
she has had a lot to learn from the other therapists who share the 
building; their case conference meetings once a week have been useful. 
But now she is questioning all that. She says: 
C: I've been feeling like I'm ready to move. But I'm 
having a hard time moving...there's a part of me that says: 
maybe I still have something to learn here...and he did 
open this for me so I do feel beholden to him...so I'm in 
kind of a bind. 
This is discussed further, without resolution. What seems to 
emerge is that she is somewhat afraid of L. 
R: In some way he's made you afraid of him? 
C: Yeah. I'm afraid of him. That's not good. 
R: You don't need to make a judgment on that. If you feel 
afraid of him, we might want to look at that some more. 
Session 4 
In this session, Caroline says that she has begun to separate 
herself from L.'s organization, having given the matter much thought 
during the intervening week. 
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C: I realized that I had been struggling with this for a 
t?at tll1s was not new to me. that this wasn't the 
right place for me to be, not good for me. 
Again we discuss the fact that L. is a strong and somewhat 
fearsome man, and that Caroline feels a sense of failure because she 
doesn't stand up to him as she would like. 
R: Has there been anyone else that you felt that way with? 
C: I have a father that's strong. Or I thought he was 
strong. I see him at 77 and know he's not strong. 
R: Oo you feel something of the same thing with L? Stronq 
and yet not strong? 
C: I think so, yeah. 
This discussed in more detail and she goes back to her first im¬ 
pression of L as a large, impressive, well-credentialed, competent 
professional, with whom she f elt much less competent than she usually 
felt. She felt "nebulous" and "wishy-washy." Yet she values her own 
approach and her own sensitivity and empathy toward people. There is 
more discussion about this and the importance of holding on to one's 
own value system at the same time that one remains open to growth and 
development. 
R: So the important thing is to think very hard about letting 
someone like L. devalue your work 
C: Maybe he'll be the last person in my life that I let im¬ 
press me that much. 
Session 5 
Caroline begins by saying that the previous session was a helpful 
one for focussing on some issues that had been troubling her and 
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sorting out her feelings and ideas about these. She suggests that it 
points up a need to take an overall look at her life and career. She 
wants to consider some alternatives and we explore numerous possibili¬ 
ties and during this exploration she displays real resistance and ambi¬ 
valence toward the direction she says she wants to take. It turns out 
that she finds this "scary." 
R: The scary part comes from.... 
C: Somehow I...the doubt seems to...I just don't know what's 
involved....The doubt seems to come from that other time 
when I thought I could do something but I couldn't qet 
hired to do it. 
Caroline refers to a time shortly after her divorce when she had 
two children to support and couldn't get a job. Up to that time, she 
had worked more or less constantly in a series of professional jobs 
that were satisfying. But for two years she was unemployed and "shut 
out of the world." The experience of looking for work and not finding 
it left a serious scar. Also part of the idea for a change in jobs, or 
a job upgrade, is that she wants to make more money. Her husband 
thinks she undersells herself, that she is worth more than she earns. 
She gets somewhat agitated when she refers to this. 
R: I sense there's something about this that is very dis¬ 
tressing to you, that I think we haven't unearthed. 
It then develops that, although Caroline and her husband share 
family expenses equally, in fact he makes considerably more money than 
she does and is able to put aside far more than she can for vacations 
and other luxuries. Her resentment of this bubbles up. She talks 
about a European trip that was called off because they couldn't agree 
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on the degree of luxury they could afford; he could do better than she 
and the upshot of the discussion was that they didn't go. She gets 
very upset as she recounts this; it is clearly very troublesome to her. 
Session 6 
^W^lnking dTS 1 Came up here; we‘ve rea11y gone over 
a lot of things. I went home last week and my feelina tone 
was way down and I was sad....We went out to eat and ? 
tion1thatdnithadT-WaatfI WdS 9°1ng to do with the informa- 
tl?neri nnr r. k. °f unearthed-We 9°t talking and it 
turned out to be a very productive exchange....I just kept 
^ndbhln?h0UtKf -+theSe things< I got talking about money 
and he thought it was a symptom of something else. 
R: Part of what you bubbled at him...was the feelinq of 
inequity, sometimes you can't do some of the things you 
would want to. y J 
C: Right. Because I don't have the power base that he 
does. 
R: How did he respond to that? 
C: He says...that can change....That that's just the 
beginning of the discussion... 
She feels hopeful that they can re-negotiate some of the financial 
arrangements so that some of the pressure will be taken off of her; she 
will not feel that money is the major issue for her. There is more 
discussion of job options, which she initiates, but the important thing 
is that some of the indecisiveness seems to have diminished. She talks 
about a conference that she is going to which she is very enthusiastic 
about. 
R: Sounds as though you have had a better week...where 
certain issues have gotten... 
C: Clarified, looked at. Our last session brought out a 
lot of things that I was feeling angry about; I'm indebted 
to you for helping me to bring that out. 
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won hl!,1k KPart .the ambi9uity, the ambivalence, might 
do n the ST th?i lou Weren,t sure of what «*ntid to a° in the job world because you weren't sure of your 
motivation. Once that became somewhat clarified, you were 
able to...it hasn't changed, but your attitude changed. 
nn III! H??re of *n entity than a fuzzbal 1 ....A lot has gone 
on that I m really glad about....We've covered a lot... 
End of sessions 
Caroline: an assessment 
The major issue with Caroline, at times buried under other 
"problems," was a need to look at herself and her capabilities and 
assess what to do with them. Her increasing distress at one of her 
work settings, where the administrator devalued her work as a sex 
therapist was very evident. The other issue was her husband's pressure 
on her to expand her sex therapy practice in order to earn more money. 
Her resistance to this was complex; on the one hand, she also wanted 
this, but she was afraid to be solely on her own and resented his 
pressure for her to earn more money. Her awe of strong men, and both 
her husband and the administrator of her agency are strong men, stems 
from her father. She is afraid to be thought of as a "dumb bunny," a 
phrase her father used, and therefore is more cautious than she would 
like. 
Our work together unearthed these conflicts and at least let her 
look at them with a greater sense of her own strength and capabilities. 
Her "self-system" issues were evident throughout and "who am I, 
really?" was a recurrent and pervasive theme. 
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El izabeth 
Elizabeth is a 56-year-old woman who is a professional musician. 
is her second marriage; her husband is an engineer. She has three 
children by her first husband, her second husband has four. None of 
the children live at home but all are frequent visitors. 
The major concern of our counseling sessions was work. Family 
issues seemed nicely resolved; she and her husband have a kind of 
mutually agreed upon independence in one part of their lives which both 
find rewarding, but also find being together very satisfying. 
For six years, Elizabeth was an accompanist at three local 
colleges on a year-to-year contract. She took a semester off and on 
her return found that in one of her jobs her substitute, a young man, 
was actively trying to get her job on a permanent basis. He eventually 
succeeded. This was a blow to Elizabeth; this was her favorite and 
most rewarding setting. She continues to work at the other two 
colleges, but expects to be soon replaced by another young in one of 
the settings; the remaining job is her least favorite. 
A highly-trained musician, she has been on the concert circuit; 
and also has a small private practice of music students, whom she 
teaches in her studio at home. She likes teaching, but also likes 
"being in the world." 
Elizabeth's focus throughout was on work issues, which were very 
troublesome to her. Family and self-system issues do not cause 
problems; she is at peace with herself and her husband. 
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In the counseling sessions, we explored at some length possible 
job alternatives. They seemed quite limited, these limitations 
increased by the fact that she has a serious speech impediment. 
However, she is so matter-of-fact about it that one soon forgets it. 
It seems possible, on the other hand, that it might prevent her from 
being chosen for jobs. 
About midway through the counseling, she decided to quit the 
remaining two jobs at the colleges when the semester ends. She feels 
she is certain to be replaced in one, and doesn't really want the 
other. Her husband supported this decision, understanding her dis¬ 
satisfaction. She decided to expand her private practice and also to 
begin to give concerts at home, hoping that these would ultimately 
attract a wider audience and that professional opportunity might 
result. By the 6th session, she had scheduled her first at-home 
concert for about 55 people. 
Session 1 
The session is a review of Elizabeth's life; her education, her 
marriage and subsequent re-marriage and the new directions her life has 
taken as a result of this new marriage. Music has been a major focus 
of her life, although during her child-bearing years she let it slip 
into a secondary position, recapturing her skills as her children 
entered school. She began to play chamber music, but only after two 
years of hard practicing to regain her former competence. 
E: It was a very lonely process. My husband took great joy 
in my playing but...gave me none of the backup. 
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and®the6emotional s^pporT"9 S°"e °f th# resP°"s^ilities 
E: Yes. 
There is more discussion of this and the fact that the marriage was 
getting rocky. Both she and her husband went into therapy, but it 
didn't help. By the time her children were adolescents, she decided on 
a divorce. 
E: It really got down to a question of whether I would or 
would not survive. And I decided I wanted to. I was 
running a household, I was working, I was going crazy. But 
1 think, going back to a career gave me the strength to see 
what was really going on. 
They did divorce, but the process took several years. She then 
remarried, moved to a different part of the country, and re-established 
herself as a musician, and got the jobs playing at area colleges, which 
she has held for the past half-dozen years. And then she was 
"sabotaged" and lost the best of these jobs. 
R: Was your husband sympathetic? 
E: Not as much as I would want him to be. He would say to 
me: Welcome to the real world. So I didn't get any hand¬ 
holding. 
We discuss the problems around the loss: the anger, the discon¬ 
nectedness, the not working up to capacity, the need to re-think 
directions. 
Session 2 
Elizabeth begins by describing a wedding she has managed over the 
weekend which involved a great many people in addition to having a 
large reception at her house. She speaks with enthusiasm about the 
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complexities of managing such a situation; she feel some of her 
abilities lie in that directions. During the week she was told that 
the other major piece of her job would be taken away from her. This 
would have been more devastating if she had not had the wedding to 
focus on. Now two major pieces of her job have been lost; she must 
think seriously about what she is going to do to replace them. 
R;,fITerj°^teaCl?iI’g and that Pa^s better than accompanying. But I don t want to be at home. I like going out and 
experiencing some interchange with people. I like earnina 
an income; I feel it's important to me. The only really 
challenging thing doesn't pay well, which is performing. 
R. There s sort of a balance between earning some decent 
money and haying the creative part of you given its full 
scope. The idea is to get enough of one and enough of the 
other to be satisfying. 
E. The other thing I've been exploring, what I do extremely 
well is organizing. 
R: Is there a way of combining that with music? Organizing 
something around music? 
We discuss the possibilities as well as the limitations. It would 
be a hard field to break into. On the other hand, Elizabeth is a 
gifted and well-known performer. There follows a lengthy and rather 
imaginative exploration of what might be possible. "Idea-ing." 
Session 3 
E: I feel excellent about out meetings. I still have no 
idea what will come out of this, but I realize that I'm not 
anxious about what's going to happen....And I've had two 
nice experiences this week. I'm playing four hands with a 
very good person, and I played at X church on Sunday. 
Their organist was away. 
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There is some discussion about the benefits and disadvantages of 
freelancing; it is exciting and unexpected, but sometimes tears apart 
plans already made and the pay is unpredictable. She mentions that the 
tension on the two remaining jobs has been building and although she 
has been meeting her responsibilities, it is no longer satisfying to 
her. She feels in some way this is a crisis point in her life, but feels 
that she is able to handle it. She reflects on another crisis point in 
her life, when she decided to leave her first husband. In her mid- 
40 s, she decided that if she didn't make the break then, it would be 
too late. She was giving concerts at the time and running a large 
household. 
R: Do you think that working exacerbated the tensions in 
your marriage? Or highlighted the difficulties in your 
marriage? 
E: Yeah. In a way that is hard to explain, with all the 
internal things. My husband ws always extremely proud of 
me when I piayed....But I didn't want to use it for what 
wasn't in the marriage. As a sublimation. That was very 
important for me. 
R: So it was important for you to have both things going 
well. Do you remember how ou felt when you were making 
this decision? 
E: I was feeling crazy....It took a huge amount of energy 
that I could be using in some other way. D. and I ended up 
on a collision course. And I felt I had to do something 
while I was still young enough. I was 45. It was crucial. 
The interview shifts to her present marriage, which is satisfac¬ 
tory in all ways. They allow each other a good deal of freedom "to 
be." She says: 
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EM don't have to please him. I don't have to seek his 
pproval. There is something there which is solid He 
accepts me Therefore I don't have to do anything except 
be me. And that feels good. And I feel that P 
him. way about 
Session 4 
The essence of this session concerns the issue of a woman of 
Elizabeth's ability and experience working in a job that does not 
utilize fully her capabilities. There is further discussion about 
older women in the workplace being "out of sync." That is, they must 
often accept jobs far below their capabilities because they are "off 
time" in their re-entry into the job market. Elizabeth feels she is in 
this place. Puzzling over this during the past week, she says it has 
been a time of "peaks and valleys." 
E: I feel in these jobs I'm not in control of my own life. 
And it's not that I want power over anybody. I don't... 
She feels undervalued and underutilized and unable to deal with 
what she senses is internal organizational politics. And, given the 
normal course of events, if she had entered the academic field "on 
time," it is conceivable that she would be a more powerful faculty 
member than an accompanist. Elizabeth sees herself as one of many 
women who confront such issues, and of course she is right. She says 
that she and her "four hands" partner have decided to give a concert in 
a few weeks; she is feeling very high about this. 
Session 5 
The session opens with the suggestion from Elizabeth that we focus 
on job options. She says: 
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decls?oneaSl°nwintfat-SKnCe I,ve seen *ou Ust rve made 
^ • finish out my term, but I've quit I 
made that decision last Friday. 
R: What precipitated that? 
E: What precipitated it was my spring schedule. I looked 
at it quite cooly, and decided I could not accept it. 
R: How do you feel about cutting the cord? 
iLl w!-9?0dT.and 1 f?el awful* Both- The good thing is 
1 h:unk*ve res°l ved and survived with a sense of 
self and that is good. I feel bad it's come to this I 
feel undervalued and underutilized. I love to work and I 
want to work and I don't feel that I'm being used properly, 
R. Let s talk about what it means to you to work. 
E: What it means to me is a sense of self. Of having a 
goal and setting a goal and I guess it's very important to 
me. And I question why it's so important to me. 
The session then moves to some specifics as to the kind of job she 
would find ideal. Managing, creating, developing programs, doing 
public relations. She feels somewhat "unemployable" because she 
doesn't have office skills and has a speech impediment. 
R: So that, you feel, closes off certain areas of work to 
you. But pursuing the ideal job would be doing something 
creative, getting involved with activities around that 
creativity. Have you thought more specifically, as you 
look at this area, where in this community could I do what 
I want to do? 
There is an exploration of interests and options and methods of 
seeking jobs. Finally, after a good deal of looking at possibilities 
in the area, it appears that teaching is the most viable means of 
assuring an income, but that other interests and activities might 






E: But that's the essence of the art world 
is safe. That nothing 
Discussion now centers on how playing and teachi ing can form a work 
base. Playing for concerts is clearly an unpredictable way to earn. 
Planning concerts for her friends and other interested people might 
satisfy her desire to perform and motivate her to keep her musical 
skills sharpened, although it would not contribute to her income. 
Other options are considered; it is an "idea" session. 
Session 6 
E. I haven t felt this good in a long time. I am excited 
about having quit...I was trying to make something work 
that couldn't work. 
She has been considering some job options, has been fantasizing 
about what she might do. Much of what she talks about seems to me 
unrealistic and we do some role-playing, I taking the part of the 
interviewer, playing somewhat the role of the devil's advocate. We 
strive for a balance between creativity and realism. 
She and her "four hands" partner have decided that their presen¬ 
tation will be more formal than originally planned; a concert/buffet. 
The date is set; the program arranged, the excitement growing. She and 
her friend will play on two grand pianos in her home. She is excited 
about the project. 
End of sessions 
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Elizabeth: an assessment 
seemed clear that Elizabeth had agonized over her diminishing 
responsibilities as an accompanist and over the fact that two different 
but equally ambitious young men were pushing hard for her jobs and • 
eventually got two of them. The one remaining was not satisfying 
enough for her; she was humiliated by the whole situation. The 
opportunity to discuss this with someone who was interested in work 
issues was useful to her. She was perhaps on the verge of taking 
action; the counseling sessions may have given some impetus and form to 
this direction. 
A woman who seems to be of exceptional talent and energy, her 
plight is the plight of the artist and the woman. There is little 
place in the world for her to be fully used as an artist, although her 
teaching, which she has established and which is doing well, is one 
important way to use part of her ability and to earn an income. 
Her retrospective recounting of her dilemma at age 45 points up 
again the characteristic introspective self-assessing that is typical 
of this age group, according to Deutsch (1945). 
An afternote: The concert was held; 55 people attended. 
Meg 
Meg, 59, is married to a businessman; they have four grown 
children, none of whom live at home. Meg and her husband were in 
buseinss together for many years, sharing the responsibilities. The 
small company was finally sold; her husband, currently in partial 
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retirement, is very active in community affairs. In her early 50's Meg 
returned to school for a doctorate. After receiving her degree, she 
worked as an intern at two social agencies, a year in each setting. 
Both experiences ended rather disastrously, her supervisors, both 
younger men, becoming very angry with her around several issues. She 
was about to begin work at another human service agency (she actually 
began work during the third week of counseling) and was very concerned 
that her two previous failures might be repeated. The counseling 
focussed on the apparent causes of these two failures. The sessions 
included an examination of the factors which seemed to contribute to 
the inability of Meg to maintain co-worker identity with male super¬ 
visors, some of the prsonality traits which seemed to invite the mis¬ 
treatment that she received, some of the elements in the agencies' 
environments which contributed to her discomfort, and the age issue: 
almost all of her co-workers were younger than she was. Since these 
conditions will exist in her new job, it seemed important to be aware 
of the pitfalls and, if possible, to avoid behavior that would exacer¬ 
bate them. 
Work was clearly the presenting issue; family and self-system 
issues, except briefly in one or two sessions, were not primary. 
Counseling included, besides a mutual analysis of the circum¬ 
stances, some role playing and attention to "here and now" factors. 
Meg seemed somewhat reassured by the experience, but her self-esteem 
and self-assurance had been so damaged by these two job conditions that 
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she anticipated a new job with a certain amount of trepidation. 
There were no family issues brought to the counseling, except an 
old and troublesome relationshop between Meg and her father, which we 
both felt might be contributing to her present difficulties. 
Session 1 
The first session was largely a review of Meg's work and family 
life, both of which have been highly successful. A rewarding business 
which she and her husband ran together gave them both a great deal of 
status in the community, where they raised a family of four children, 
all of whom are doing very well. Her return to school was a natural 
outgrowth of some community involvement and interest. Paramount in her 
assessment of the graduate work was a sense of being a "second-class 
citizen, of not being treated as an adult, even though she was in her 
50's and had a long and successful career behind her. It called up old 
issues with her father, who was a strong and demanding man and with 
whom she felt until his death "like a little girl." The "little girl" 
syndrome surfaced during her internships, wherein she appeared to lose 
her capabilities, her maturity, her judgment, and "gave away" her power 
to her male supervisor. 
Her reason for participating in this counseling project was 
because she was "in transition," leaving one internship and moving into 
a new job. She is afraid that her problems in the program she is 
leaving will resurface in the job she is going to. She would like to 
look at this in the next session. 
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Session 2 
Meg opens the session by repeating that she is in transition; 
leaving one intern/job and moving into another job. Both of these 
experiences, plus a prior internship, will contribute toward qual¬ 
ifying her for a license to practice psychotherapy. An issue for her 
is that most of her experience and interests have been with groups. 
Her attempt to improve her knowledge of family therapy, systems 
approach, is in a strange way backfiring; her supervisor both urges her 
on and is highly critical of her efforts. 
R: You want to be reassured that you are doing well, but 
you also want to convey to them that you are not a 
beginner. 
M: Yeah. I'm really an anomaly, but on the whole I feel 
good about going on in this role. Except when M. got angry 
at me. "I'm very angry at you," he said. 
R: That was a strong remark...what was he angry about? 
M: On the one hand, I was willing to try some new things, 
but on the other, he felt that I didn't have enough experi¬ 
ence to do some of the things I was doing. 
R: How did you respond to this? 
M: Oh, it was very hard for me. I think that's a problem 
for me, placating, wanting to smooth things out...this is a 
real deficit I have in the work world....In some ways I 
think I've encountered this somewhat later than most 
people. I never worked at being tactful with my husband 
when we worked together. And yet I'm deeply invested in 
being a "good girl." Very hard for me to be the adversary. 
When people start attcking me, I roll over...I can 
recognize that I'm doing it, and yet it is hard for me not 
to do so. 
R: Even though you're a very powerful woman by virtue of 
your experience and your education and your intelligence. 
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?rJjnnSS ihese,things aren't as important as early 
training and early experiences....And I was in mv forties 
before there was such a thing as appropriate power for 
R: Do you see yourself making changes in this direction? 
?h:.I it'su a rea1 Problem for me....There is a fear 
that I had with my father, that is brought out in my 
relationship with older or powerful men. 
We discuss in some detail the early relationship with her father. 
Her mother died during her adolescence and she couldn't come "unstuck" 
from her father. She repeats that she gives her power away. 
R: It might be important for us to take a look at what you 
do on these job settings to... J 
E: I need to take risks. 
R: The risks might not be as great as you think. So let's 
pick this up next time and explore some alternatives...an¬ 
ticipating the same or similar situations. 
Session 3 
M: I wanted to start by asking you...right now I'm in a 
period of stress and anxiety because of the situation that 
I talked to you about. I don't know if it's appropriate to 
go into an irranediate stressful situation, for your purpose. 
R: Anything is appropriate for my purpose. 
M: This is job-related and very stressful. I can't even 
turn to the fact that I've been employed for a job that I 
feel very happy about. I'm wallowing in despair over the 
old one. 
Meg then goes into some detail about the issues she had 
experienced with her former supervisor, some description of which was 
given in Session 2. It also becomes more clear that both her previous 
internship experiences were characterized by difficulties with male 
supervisors. Also, in both cases, what they wanted to teach her and 
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what she was able to learn were at some discrepancy. She notes it was 
reminiscent of her father. She recalls in some detail staff meetings 
at which her supervisor belittled her. We then did some role-playing, 
in which Meg was urged to respond in a forthright yet non-belligerent 
way when attacked. It was only partially successful; her habits of 
response are deeply ingrained. But her desire to do better was real; 
she did not want to repeat the experience in the new job she was about 
to take. 
Her supervisor has been so critical of her therapeutic inter¬ 
ventions that she would like to take him some tapes of a recent session 
that she feels is well done. We discuss the relative merits of this 
and discard it. 
M: I feel calmer. So much calmer. But I still sort of 
want to hang on, to get some shred of satisfaction out of 
it all. 
We agree that if she thinks in terms of postponement instead of 
immediate satisfaction and immediate resolution, she has a better chance 
of ultimately negotiating the relationship more effectively. 
Session 4 
Meg reviews a visit to her former work site. Her job ended there 
ten days ago; she decided to attend a final staff meeting. We discuss 
her inability to let go. We again discuss her relationship with her 
father and re-think parallels. When she is put down, she either 
strikes back or, more commonly, placates. We explore the possibility 
of deliberately taking a moment of quiet to "plan" a non-hostile, non¬ 
placating response. Staying silent. She says: 
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M: I lose my ability to think. 
R: So perhaps a moment of quiet will qive vou bark fhaf 
ab111 ty to think. First you will al 109J yo^self to feel 
And°theZoaJsinaeetho3’ -?d the" think whdt to do with th^- the pausing, the waiting, is a very powerful gesture. 
She reiterates that the stress is sometimes so great that she 
becomes non-functional. We move to a focus on the impending job, which 
seems more fruitful than continuing on old issues. She says she is 
anxious to prove herself, to do well. Because therapy is an imprecise 
science, she says, it raises her anxiety level. There is no "right" or 
wrong." On the other hand, she has some firm convictions about how it 
should be practiced, and she is anxious to learn this "right" way. 
Session 5 
M: Yesterday I started on my new job. The person I'm 
working with is a joy to be with. He is a man in his late 
30's or early 401s. 
She again refers to her former supervisor, detailing events. 
R: It seems to be very difficult for you to let go of this 
guy. You're hanging on tenaciously. And I'm trying to pry 
you loose and having a hell of a job! 
M: I can hear what you say; it doesn't seem quite that way 
to me. I have a big issue, which is this. 
She thereby reviews the issue of his supervision and her anxiety 
about whether he will or won't sign her APA forms. 
R: You're fearful, because you're not sure and that's an 
uncomfortable feeling. It will take some conscious effort 
on your part to let him go. 
M: I think if I had gotten a little more help with it along 
the way....I could at least have been able to say what I 
needed to say a little more effectively.... 
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R: You have another opportunity when you take the papers 
down for him to sign or not sign. In a sense you are 
giving yourself another chance in your last encounter with 
nim to benave as an adult woman in a dignified way. That's 
the issue for you. Not to grovel, not to beg, not to 
apologize, but to request and accept. 
M: It's a good point. I feel so much calmer when I think 
about it that way. 
Session 6 
Meg would like to use this session to strategize one more time how 
she will approach her former supervisor to sign her APA forms. She is 
liking her new job, but still anxious about making the same mistakes 
she has made before. 
M: I have handled a lot bigger things in my life, but this 
has me in the gut. Going down to have those forms signed. 
It is difficult to stop agonizing over the "what-ifs.1' 
R: It's torture. And while running through it once or 
twice as we've done might be sensible, we can overdo it. 
But I think now we have to say, if you can't do anything 
more about it, try to let it go until the time comes to 
take action and then trust your judgment to respond 
properly when the time comes. 
We shift to the new job and she says of her new supervisor: 
M: He has just received his doctorate; he's had many years 
of experience. No question that his supervision will be 
extremely helpful to me. 
R: You've just gone through one experience, and one before 
that, where men of many years experience did not, in fact, 
give you good supervision. 
M: That's true. But I find that I get along well with H. 
We work well together. I feel as thought I can be very 
much myself. I don't have any of my former fears. 
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There is an optimism, coupled with a somewhat frantic quality, 
that is a bit distressing, but it isn't clear what might be done to 
alleviate some of that except to be reassuring. 
End of sessions 
Meg: an assessment 
Meg appears to be a bright woman; she is articulate, well-educated 
and married to a successful man, and was his partner in business for 
many years. Yet she seemed mired down in her own despair about what 
has been happening on her jobs in two social service agencies. They 
have been, according to her, disasters. She finds it very difficult to 
let go of these experiences, and reviews them again and again. 
Her husband appears to be very supportive of her; her relation¬ 
ships with ner children seem warm and satisfying. All other aspects in 
her life seem to move along satisfactorily. She seems well in control, 
and able to function very competently. Yet in her job setting she 
"gives away" her power and behaves more like a "little girl" than a 
competent mature woman. 
In addition to reviewing the difficulties with her supervisors a 
number of times, we attempted to develop strategies for dealing with 
these. This involved some role playing, and the role playing itself 
was difficult for her. Her tendency was to rationalize and over¬ 
intellectual ize the problems; establishing reasons seemed more 
important than changing behavior. Yet the increasing awareness of her 
self-destructive behavior appeared to be of help and the strategies for 
moving toward at least partial solutions was reassuring to her. 
CHAPTER VI 
ANALYSIS OF THE DATA 
The six illustrative cases which form the basis of the analysis of 
the data are used to further clarify the conceptual model and to 
explore possible further dimensions and potential for its use. The 
caveat that the method is difficult to analyze precisely is here 
reiterated, with the reminder also that the effects of broader social 
systems pressures which are conceptually important to the model and 
which affect working women with families on a day-to-day basis are not 
always easily separated out. The conflicts, for example, around myth 
and reality, individual standards as opposed to societal "norms," self¬ 
system issues of separation and autonomy, conflicting role expecta¬ 
tions and so forth are likely to be pervasive but difficult to assess. 
And counseling itself is thought to be a highly subjective process and 
its analysis imprecise. The issues of work, family and self, however, 
as they interact with each other in pragmatic fashion in daily living 
and were reported in counseling, are more available to data gathering. 
The possible shift in focus with age and changing life events (as 
indicated and reported in Chapter II, Review of the Literature) can 
also be noted to some extent with these subjects, who themselves repre¬ 
sented three different age groups. Because of the small sample, the 
data presented should not be considered necessarily representative. 
They are a beginning look at what might be happening to working women 
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with families as they deal with work and families through the lenses of 
developmental issues and societal pressures. 
Assessment of the Model: Figures 2, 3, 4, 5 
The interface; work/family/self: Figure 2 
The interface of work/family/self appears to be more compelling at 
certain ages than at others. In this study, the two women in their 
30's seemed to feel this most acutely (Nancy, 32; Sonia, 39). Martha 
(41) in a less ideal work setting might also have felt the work/family 
conflict more keenly. Caroline (47) seemed absorbed in self-system 
issues but both work and family surfaced in counseling intermittently, 
but without the focus and intensity that the three younger women 
demonstrated. Elizabeth (56) and Meg (59) were primarily focussed on 
work issues in the counseling setting, although there were still 
occasional pulls toward family concerns and self-system issues. 
Nancy, discussing the work/family conflicts says: 
I'd like to leave them (her children) now and go to school 
or do something different....I've really had a tough time 
taking them to work with me....not an easy thing to do....I 
wouldn't recommend it. But I was not willing to give them 
up (to a babysitter) and co-parenting was impossible. 
She calls this a "transitional time" as she redefines her own work 
direction and they renegotiate the marriage. She is pulled toward her 
husband emotionally, she cares about him very much, but pulled away by 
her own developmental needs and those of her children. It is an 
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example, perhaps, of autonomy rs_ enmeshment. She feels that, re 
gardless of what direction she takes: 
Lh!nSf9°inl,t0 be inner turmoil-I think part of my 
I m jealous of where he's »rne to...you 
can see that he loves wnat he does, that it's a long-time 
?»HnnC,°Tn!l t0> frult1on-ri9ht at the time when Vm 
it's 3t yearS of exPei"ience and saying God, it s coming to nothing! J y 
The work/family conflict surfaces early, and in Session 1 she 
says: 
I m thinking of law school at some point. It might have to 
wait f°r two years...law has always interested me but 
children somehow seemed a more urgent issue to me 
The conflicting issues of law school versus her children surface 
and seem unresolved, potentially stressful. This is brought out in 
Session 2, when she says: 
It's hard for me. ; that's the part that's really foggy for 
me because I'm not in enough of a holding pattern. There's 
not enough really settled in my life right now to say this 
is where the problem is. There are enough problems, work- 
wise, familywise, and so forth, so that it's very con¬ 
fusing. Where do they lie? Is it...the relationship? 
It's there, for sure....I'm feeling a real need to spend 
time alone with him so that we can talk about some of these 
things. 
And again in Session 3: 
The value of a "holding pattern" is the time to explore. 
And I don't feel I've ever had that. With two small 
children, I really don't. I worked very hard before the 
marriage and during the marriage and after they came. It's 
been a long haul. 
In the last session, she begins by saying: 
I think I would like to evaluate where I am now...I'm 
feel ing...stil 1 in a holding pattern, still working things 
out now and that nothing holds still; things seem to be 
quite fluid now. Even my job....Suddenly there were other 
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?EJSr-1tht1ehVrI. t00k good long look and decided to 
hnmtt n^h W^dr ' ve got' was confirmed on arriving 
the pear tree1 W,etnt °ut .and .shoKol< the remaining pearls off 
havePfr1t\w n1ce to be (home earlier)„.I would have feit a lot more pressure if I had been working until 
And later in the session she says: 
I m looking forward to the times ahead when it will be 
MUtKlt:i.S St111 1one1y* Vm looking forward to 
° 1 Maybe twO( or three years before I can go back to 
school.. But there s always a focus, to work on the rela¬ 
tionship with Joel. Sometimes it's good and sometimes it's 
But the home issues are beginning to be addressed and the problems 
somewhat modified. She says: 
He.s begun to do things to treat me less like the domestic. 
He s begun to take an active hand in the crappy cleaning 
jobs at home that were always, by reason of omission, 
delegated to me....So the feeling of wanting to break out 
of the shackles is a little less...the conflict...how would 
I do it, how would I support myself...how would I pull 
that off...part of me feels I could do it...I would do 
it.. .1 would find a way. 
She defines the conflict: wanting to break out is a little less, 
but if she really wanted to she could. Also, moving toward a more 
egalitarian marriage seems possible. The "holding operation" which we 
have discussed during her counseling sessions will perhaps help to 
keep her steady throughout the next year, during which she can re¬ 
assess and re-think her future. 
Sonia's conflict around home/work/self issues appears to be acute; 
it was a predominant thread throughout the sessions. Since she is 
currently sole breadwinner for the family, the difficulties of the 
mother/wife/worker role are compounded. Some excerpts from her ses 
sions point up the conflicts: 
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feltuU Twas responsibility to keep the house 
going, even when I was working and going to school. 
Here the conflicting role expectations: societal myth vs per¬ 
sonal reality are acute: 
...it's difficult because the kids haven't seen you all 
day. J 
...it's not easy to discuss my needs. It shouldn't 
be...but it is. there's a little barrier there and I don’t 
think it is coming necessarily from my husband...usual ly by 
the time (you can express your needs) you're so caught up 
in it that you can't remember what your needs are. 
I do less than I used to when I first began. It's hard to 
give it up. But I think I've finally adjusted to it. 
I get immobilized. Very slowed down...I have six hours of 
tape (house/family issues) of these things that are on my 
mind all the time. 
Again, the imagined "standards" she thinks are expected of her 
contribute to her conflict. 
In her first session, the conflict around work and family 
surfaced, when she described coming home after working all day and 
expecting to find things serene and welcoming but instead: 
I see them (the children) sitting there and I'm tired and 
have been working all day and there are still things to do 
before I can sit down and it makes me angry. 
...the old conflict of whether you should be home or 
whether you should be working. 
And in her 4th session, she notes that: 
...it's all a jumble, sometimes....It's the recurrent theme 
of trying to set priorities, trying to measure out your 
energies so it will go where you want it to go, not in 
useless directions. 
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And discussing the transitional period between home and work, for 
her a particularly stressful time, she says: 
Usually by four o'clock, I start to get tired , (as she 
anticipates her return home). If I don't get a break in 
thirty^ern°°n’ * *'VG ^ d ^r^c*< wa^ four 
And says, regarding worrying about her children when she's working: 
I have to shut them out of my mind when I go to work, 
they're kind of there some of the time. But in my profes¬ 
sional person, dealing with all those other issues; people 
and the whole staff, and being a caring provider...and 
sometimes I sit down and say I can't do anything. And then 
I just get up and keep going. 
Martha, for whom the conflict is much less, notes with a wry sense 
of humor: 
Time is a very scarce commodity...when I come in from work 
the kitchen is neat and clean, dishes are put away. In 
other words, everything is ready for me to start supper 
without having to pick up any mess from the day. 
And says: 
Sometimes I feel like a giant ice cream soda and 
everybody's got their straws in me. 
Caroline, for whom the work/home/self seems also less acute, 
nevertheless notes: 
I'm not home Tuesday, Wednesday, or Thursday evenings. He 
doesn't rely on me...I don't like that old traditional 
thing of being home to cook no matter what I do for a job. 
When we first got married, I kind of wanted to shrink back 
and not do as much (in the work world). He was almost 
saying he wasn't prepared for that...so that almost isn't 
available to me. To stay home to do that...sometimes I 
feel that I'd like to be home more than I am. Cooking and 
entertaining more....We share our everyday living expenses 
...it really is the reverse of what a lot of people strug¬ 
gle with...that he is saying: you have the capabilities to 
make the money. 
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Elizabeth seems to have little of the work/family/self conflict; 
in the counseling sessions the focus is almost solely on work. 
Meg, during our sessions, had her children at home visiting for a 
brief time, and says: 
I'm having a wonderful time with all the family here a 
real high. But I also, in my spare moments, feel pinched 
in the gut because I have to go off to work. 
It is not clear whether she wants to stay home or thinks she 
should stay home. 
These brief excerpts highlight specific instances where the 
work/family conflict was most acute. What is more difficult to 
document is the pervasive quality of the stress from these conflicts on 
the three younger women, each of whom had two children under 13; Martha 
had three older ones as well. Martha's comments that she "feels like a 
giant ice cream soda and everybody's got their straws in me" might have 
been said by both Nancy and Sonia; the comment would seem to ring true 
for them as well. The "juggling act" mentioned in Chapter I is 
something these women appear to be familiar with, and both Nancy and 
Sonia indicated that they got everything done "with no sleep." These 
were not facetious or glib remarks. The ambience of the counseling 
sessions was serious and intense. "No sleep" may have been a euphemism 
for "less than enough sleep;" more likely it implies almost no surcease 
from demands and activities. The roles as mothers and roles as workers 
make demands which they continually try to meet. 
It is understandable -- and verified to some extent by the 
somewhat scant literature on women in their 30's -- the the work/family 
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conflict might well be at its most acute in this decade. Marriages 
that are still in the process of stabilization, young children, and 
careers still in their formative stages, are only three (though perhaps 
major) factors that cause stress. Additional factors, such as 
remodelling houses for growing families (Nancy, Sonia and Martha), 
husbands changing jobs (Nancy, Sonia), stepchildren at home (Martha), 
financial worries (Nancy and Sonia), are only a few additional 
specifics that complicate their lives. 
There were doubtless other conflicts in the lives of all these 
women around the work/family/self interface; time limitations precluded 
a full exploration of these. 
Family as a focus of counseling: Figure 3 
It has been noted in Chapters II (Review of the Literature) and 
III (Theoretical Consideration of the Model) that women are likely to 
consider their families of primary importance and that when family and 
work compete for energy and commitment family most often takes first 
priority. The commitment to family appears greatest when the family is 
'young" and this is also the period when the conflict between work and 
family seems likely to be most acute. As the family matures as a unit 
and children mature as individuals, demands and conflicts seem to 
lessen to a significant extent. This seemed true of the six women in 
this study. In fact, Martha (41) was the only subject who devoted 
almost all of her counseling hours to family issues. There were 
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several reasons which might have contributed to this intense family 
focus. She is "off time" on taking on a new family of four boys aged 
12 to 26 and is in a new marriage which occurred just a few weeks 
before she joined the research project. In addition, her situation at 
work seems almost ideal and allows her a great deal of flexibility in 
hours and time off. It is possible that given the usual demands and 
restrictions of a job, Martha would have more nearly resembled Nancy and 
Sonia, who found the work/family interface stressful and made it the 
focus of the counseling sessions. A major focus of stress for Martha, 
on the other hand, was attempting to adjust to four new sons, a new 
husband and a new house, while at the same time retaining a loving 
relationship with her 13-year-old daughter from her first marriage. 
She had clear notions of the kind of mother she "should" be — she 
appeared to struggle valiantly to make this expectation a reality. 
Family issues for Nancy concerned her relationship with Joel, 
currently somewhat shaky; sharing child care and housekekeping with 
Joel, who is willing to help but is frequently unavailable because of 
work demands; and money issues, an on-going source of disagreement. On 
the other hand, she loves being with Joel. He makes her laugh at least 
once a day, she says, and that helps her keep her sanity. Their 
relationship, though fiery, is intense on a positive level as well. 
Her family is the focus of her life; her work choice and work schedules 
are planned to accommodate to family demands. The realization that 
these demands might well be modified in the next few years, and the 
concept of a "holding pattern" in the meantime with the temporary 
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deferment of career plans, was reassuring to her. Her very young 
children (two and three-and-a-half); are of course highly dependent and 
the choices that she makes are done with their welfare paramount. 
Sonia seems fully committed to her family and seems to give 
herself fully to her family when she is with them. After work, she may 
spend an evening with her daughter shopping; she is sensitive and 
responsive to her husband's needs; she has in-laws for the weekend and 
cooks special things for them; she notes that she is the last person to 
get new clothes, clothes for her husband and children always seem more 
important and urgent for her than apparel for herself. Sonia's major 
concern regarding her family is that she isn't loving enough, doesn't 
give them enough time, that she is turning into a "macho-male," and 
that she isn't the "super-mom" that society seems to expect of her. 
She, more than any of the other subjects, is tormented by the myth of a 
"good mother" and the reality of her limitations. She knows she is a 
good worker/professional; she is less sure of her parenting perform¬ 
ance. 
Caroline (47) has worked out with her husband a plan of shared 
home responsibility that seems to be working satisfactorily. Only 
toward the end of her sessios did family matters surface and this had 
to do with money management. She expressed resentment at the fact 
that although she earned less than her husband, he expected her to 
share equally in the household finances. This meant that he had more 
"extra" money than she did. Following the session where this was 
discussed, she talked with him about her concern and they began to move 
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toward some kind of an adjustment. Caroline's counseling seemed less 
focussed on her roles as wife/worker than on how these roles did or did 
not provide opportunity for personal growth. 
Elizabeth (56) and Meg (59), after recounting the status of their 
families — number of children, where they lived and a bit about their 
husbands and the relationship (apparently solid in both cases) — 
discussed very little, almost not at all, family issues. Both Eliza¬ 
beth and Meg had serious work issues and these became the primary focus 
of the counseling. 
Work as a focus of counseling: Figure 4 
What seemed evident was that work -- what the economic literature 
calls attachment to the labor force" -- was a compelling factor in the 
lives of all six of the women who participated in this research 
project. All indicated that work was an important factor in their 
lives. Their expression of the need to work was serendipitous; no 
question was put forth by the researcher; they were not led into it or 
encouraged to express themselves regarding their desire to work. It 
was a spontaneous and sincere expression of a felt need in each case. 
They apparently want to work, they like to work, and they have made 
great efforts to manage their multiple and myriad responsibilities so 
that they can continue to work. 
Nancy, for example, with two children under five, undergoing some 
strain in her marital relationship, talks about times of great stress 
when she "blows off." She says, referring to a time past: 
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It was at its level worst when I was unemployed. When I 
Swn Wh, n9 that 1 WaS doi"9-"° other income of my 
f n h Vn inc?me 1S rea11y imP°rtant to me...so that 
t can be put away for those times when I really need 
fppiMfhAf-n income*,, \Vs really important to me. I can 
feel that s money that I have jurisdiction over. If I want 
to mal<e silly mistakes or be flippant every once in a 
ca? anc^ don't have to justify it in terms 
of the family budget. And that feels good to me. 
Working, for Nancy, has meant, after the birth of her children, a 
serious career switch from college administration to child care admin¬ 
istrator, which she tolerates so that she can have her children with 
her at work; it is not her job preference. What is important to her is 
that she is working. If not at the job she prefers, then the next best 
thing. 
Sonia, discussing her time at home after the birth of her first 
child eleven years ago, says: 
I felt once I was home, I was home. I didn't expect to go 
back to work. And by the time I was home a month, I was 
itching to go back. So I said: have you got any work 
available (to her former employers) and they said they 
would find me some part time work. 
She has worked ever since, moving from part-time to full-time 
work, taking very brief time off for her second child, and planning to 
continue working until retirement. 
Martha says: 
My job is a good, positive aspect of my life....I have the 
kind of time and hours that really allow me to be flexible 
in my life when I'm not locked into nine to five every day. 
A lot of space for the rest of my life....This is a place 
where I'll probably stay. I tend to put down roots....I 
went back to work when my daughter was two. Part time for 
four or five years, and then full time. I found a job 
where I felt I could stay for a long, long time. 
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Now, in her second marriage, and with four additional children, 
and a husband who earns a very good living, Martha will still not give 
up working. It is essential to her own mental health, she says. 
Caroline talks about the two-year period when she was out of a job 
as an "awful kind of time." She says: 
I was out of a job and it was an awful kind of time...I had 
always worked; I didn't even know that someone who was 
unemployed could get unemployment....! was out of work for 
three or four weeks before someone mentioned unemploy¬ 
ment...But I felt I had to get another job fast....I was by 
myself with two children to support. It took a long time; 
it was a bad experience to be job hunting in tohse days. I 
had never worried about a job before. I came out of col¬ 
lege and went into a job; I decided to teach school and I 
got a job teaching school, and I decided to go into real 
estate and I got a job in real estate. But it's still 
heavy when I think about looking for a new job because of 
those two years. 
For Caroline, as for Nancy, Martha, and Meg, working is a way of 
life. Elizabeth, married to a physician who made an excellent income, 
with three children, would like to have worked and finally did turn her 
musical training into a career in accompanying. In her mid-30's, she 
turned back to her music. "It was a lonely process," she says, and 
took about three years to achieve her former skill. Then she "went 
public" playing concerts in a small ensemble. The marriage was 
getting shakier, and it is a moot question as to whether Elizabeth's 
working contributed to the marriage demise, or whether the failing 
marriage motivated her to go back to work. She reports that: 
I was running a household, I was working, I was going 
crazy...but I think going back to work gave me the strength 
to see what was going on...I saved myself. 
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After her divorce and ultimate re-marriage, she says: 
V*1 “have a job; I didn't know what I was going to 
do. But I knew I could not be a housewife and not have 
something to do. My first job was in an office. After 
that, I started teaching a bit and finally ended up playinq 
at a college in the dance department. 
Later, in the fifth session, again going back to what work means to 
her, she says: 
What work means to me is a sense of self. Of having a 
goal and setting a goal and I guess it's very important to 
me...I love to work and I want to work...just being at home 
can be a closing in and a stultifying. 
The ambivalence on occasion, the guilt — especially as older 
women recount their early days of working when working was less accep¬ 
table -- is expressed by Meg: 
I had three children, 13, 9, and 8; when Tom was born, I 
was 39. I was working at the time, and I didn't know how 
to handle...I felt I was a total failure, not staying home 
full time and at the same time I saw it as going crazy 
staying home. I felt much more comfortable at work than I 
did at home. I tried staying home for a while and then in 
desperation, I said to my husband: I can't do it! So we 
got this nice grandmother type person and she came in. 
There were some problems of course, but...I would be away 
from nine to three, you know, and then I'd be home in the 
afternoon when the children came home from school. But I 
still felt great guilt....There was very little conception 
of support for working at that time. 
For all six women, work is a compelling force in their lives. For 
Nancy and Sonia, it shares an equally compelling commitment to family 
and for Caroline it is currently enmeshed with self-system issues, 
although not working is never a consideration. Working somewhat less 
while she struggles through her self-system dilemmas (she quit one of 
her three jobs), she continues enthusiastically at the other two. For 
188 
Martha, work is vitally important, but family problems are currently of 
primary importance. But she would not stop working no matter how 
pressing family demands become, she says. The two women in their 50's, 
Elizabeth and Meg, seemed clearly focussed on work. Family matters 
were well in hand and most self-system issues seemed to have been 
resolved to a large extent. In fact, in both cases, work was the major 
and dominating theme of the sessions. Although Elizabeth reviews a 
first marriage in some detail, (when she was in her mid-40's) issues 
currently paramount for her deal almost entirely with work. This is 
also true of Meg, and although, as noted, her job issues also have to 
do with a powerful male figure as a supervisor, with whom she is having 
great difficulties, the focus is only partially on herself; it is 
primarily the job that concerns her. The implications of her not 
negotiating successfully, which might damage her professionally, are 
what concern her; not the way she feels about herself. She seems to 
feel fine about herself, her concern is with her professional future, 
so the sessions were explorations of tactics, not self-systems. 
Neugarten's (1974) description of the "commanding style" of the 
50's seemed somewhat evident in both these women. They acknowledged 
serious flaws in work relationships but they did not blame themselves 
primarily, nor did they agonize over causes overmuch; they wanted 
solutions, or at least help with new approaches to problems, and were 
quick to make this known. Therefore, much of the focus of counseling 
was the mutual exploration of possible solutions to their problems, 
which they identified. 
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The issues of autonomy vs enmeshment; the establishment of a 
separate identity from the family while still retaining closeness and 
intimacy, seems to remain an issue for the younger women especially. 
For the older women, the struggle for an identity seems to continue 
although earlier conflicts apparently have abated considerably. 
Self-system as a focus of counseling: Figure 5 
Self-system issues were not a major theme of the sessions except 
as they related to family or work, except in the case of Caroline. 
They were touched on lightly by Elizabeth and Meg, but not in the 
context of "self-system" as it is interpreted here: as a searching, 
self-exploratory exercise, introspective and intense. 
Caroline says, referring to the fact that an old desire to sing 
has surfaced: 
I really wanted to be a singer, a long time ago...and in 
the last two years have taken it up again. I am really so 
sad that I didn't do this a long time ago....I ask myself 
am I really pushing too much into my day. But it's 
important to me. 
As noted previously, this is obviously part of a whole pattern of 
introspection and reflection which is occupying a good deal of her 
energies at the moment. As she looks at her current job as a sex 
therapist, which basically she seems to feel is satisfying, she says: 
I did sex therapy because of things that I had experienced 
in a former marriage and I learned a lot and wanted to 
share that with people....And now, that's kind of lacking 
lustre too....Maybe you can't strive...maybe you can't do a 
job....a job is not just a job....sounds like I'm bounding 
around here. 
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In the second session, she again focusses on "self" and says: 
Coming here...seems like the most important part of mv 
week...pondering over and perplexing over what I'm doinq 
...and why...and where do I want to go_ 
Two sessions later, as she discusses difficulties with the 
therapist/administrator of her organization, she sees the problem not 
as a work problem, but as a self-system issue. The man "puts her 
down," makes her feel less competent. She says (session 4) 
It makes me angry that I fall for it. 
It is apparently more how she is made to feel about herself than a 
work issue per se; the job does not seem to be in jeopardy. 
She is clearly searching for an answer, musing on what the diffi¬ 
culty is, and says in a later session: 
As I was coming up here today, I was thinking about what I 
want to do with my life....And it’s kind of nice to have a 
discipline of coming and focussing... 
Elizabeth, whose major issue in counseling is the work situation, 
reflects back on the fact that in her 40's she felt that it: 
was the last time to make a change. That I had to do 
something then. Because if I held on, I wasn't gaining 
anything. 
And Meg, despite the fact that job issues are very troublesome to 
her, says of her life: 
I am in a good place to be in both my personal and my pro¬ 
fessional life. It's a very happy place to be. 
She remarks in another session: 
I was in my 40's before there was such a thing as appro¬ 
priate power for a woman. 
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At 59, she was in her mid-40's about a dozen years ago, in 1972, 
at the peak of the women's movement. But it had been going on for six 
years, its' beginning credited to 1964. So, her recognition of her own 
power may well have had more to do with her own life stage than with 
what was going on politically. Although that is one of those amorphous 
issues that is difficult to pinpoint. 
The model delineates four possible counseling foci for working 
women with families: 1) an interface of work/family/self where all 
three elements appear to be of similar intensity (Figure 2); 2) the 
focus is primarily on family issues (Figure 3); 3) the focus is pri¬ 
marily on work issues (Figure 4); 4) the focus is primarily on self¬ 
system issues (Figure 5). The literature suggests that there may be an 
age correlation with each of these four components of the model, 
although this is tenuous. The developmental literature on women in 
their 30's is especially scant, but other information and knowledge 
about women in this decade (e.g., Stewart 1976; BLS 1983) make 
plausible the assumption that the interface of work, family and self is 
likely to be intense and stressful. The two women in their 30's, Nancy 
and Sonia, seemed to exemplify this assumption; conflict and stress 
around the competing demands of work and family were a recurrent theme 
throughout the counseling sessions; their self-systems appeared 
intimately enmeshed with these family/work issues (Figure 2). 
The second possible counseling focus (Figure 3) is on the family 
and the only subject for whom family was an exclusive counseling focus 
was Martha. Martha might have been expected to have more intense 
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family/work conflicts with perhaps a developing focus on self-system 
issues as she moved toward her mid-40's. As noted, the special circum¬ 
stances of a new marriage, four stepsons, and an accommodating job 
situation made the family focus not unexpected. 
The third possible counseling focus is on work (Figure 4). All of 
the subjects, as noted, find work a compelling part of their lives; 
they maintain their work status sometimes with great effort and at some 
personal cost. But the only two whose focus was almost entirely on 
work were Elizabeth (56) and Meg (59). Again, it can be pointed out 
that the literature notes a developmental change in women in their 
50's. As well, the conflicts of work/family are likely to be less 
intense; children are probably no longer at home, and the marriage can 
be considered to have stabilized. "Workable compromises" are likely to 
have been made. If the self-system issues of the 40's have been worked 
through, the woman in her 50's may be more self-accepting and 
comfortable with herself than at any time in her life (Sheehy 1979). 
This seemed true of Elizabeth and Meg. 
The fourth possible counseling focus (Figure 5) is on the self¬ 
system, with work and family peripheral. Again, only one of the six 
subjects was illustrative of this focus. The literature (e.g., Deutsch 
1945; Livson 1976) indicates that the period of the mid-40's is likely 
to produce this introspective concern with personal growth and 
development; a focus on the self-system. And again, one subject does 
not make a conclusive case. Nevertheless, the one subject in her mid- 
AO's did indeed focus on this aspect of the counseling mode; her con- 
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cerns were on who she was as a person and how she could most effective¬ 
ly and intelligently use talents and abilities to make herself a more 
mature and well-functioning person. 
Assessment of the counseling as it relates to the model 
It will be remembered that the counseling method (Chapter IV) in¬ 
volved four components: 
1) the establishment of a partnership with the clients; 
2) the identification of problems, with the counselee taking 
responsibility for identifying the problems with the coun¬ 
selor helping to clarify and acting as a supportive guide; 
3) the mutual searching for solutions, knowing that "solutions" 
don't exist, but that modifying stressful situations is 
possible; 
4) the mutual assessment of problem-solving strategy and a re¬ 
thinking of this if necessary. 
The following excerpts from the counseling sessions identify these 
components: 
For Nancy and Sonia, the triple impact of work, family and self¬ 
systems was reflected throughout their sessions. Both had young 
children whom they cared deeply for; both were struggling with career 
decisions; both had husbands who were also struggling to solidify their 
positions in the work world; both were constantly pulled between com¬ 
peting demands of their families, their jobs and themselves. The 
counseling acknowledged the dilemma and gave credibility to all three 
aspects, encouraging an exploration of attitudes and feelings and, in 
tandem with the subject, searched out individual solutions. In Nancy's 
case, this was a "holding operation," maintaining the status quo for a 
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time, knowing that fairly soon certain stress areas would lessen. It 
was proable that the children would become more self-sufficient, her 
husband would probably stabilize his business, the house repairs would 
be completed, and she would be in a more solid position either to go to 
law school or to take a more satisfying job. 
Toward the end of session 1, affirmation of Nancy's very difficult 
situation is given: 
R: You have an extraordinarily difficult situation. Every¬ 
thing is dumping on you all at once. It's a damned hard 
place to be. 
Nancy: Yeah. Probably one of the reasons I responded to 
this project. To get some feedback on how much of this is 
my perspective on what's going on and how much is real. 
R: Well, I think there's a lot of reality to it. A lot of 
reality. 
And, in session 3, after a good deal of discussion about problem 
resolution and the value of a "holding pattern" as an interim 
strategy until certain other issues are resolved, Nancy agrees that it 
makes sense for her at this time. And says: 
Nancy: The value of a "holding pattern" is the time to ex¬ 
plore. And I don't feel I've ever had that. With two 
small children, I really don't. I worked very hard before 
the marriage, and during the marriage, and after they came. 
It's been a long haul. 
R: Maybe try to give yourself a few hours in the day not to 
do anything.... 
Nancy: I'd like to try that. 
The holding pattern thereafter became a way of allowing herself to 
cut back on her somewhat frenetic activities, to postpone certain de¬ 
cisions which indeed it seemed wiser to postpone, and to look more 
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closely at new demands. Between this session and session 4, a new job 
offer has been presented and Nancy is ready to leap at it, without too 
much analysis. Counseling then shifts to trying to help her to assess 
more carefully what it might mean. 
R: Nancy, is this an instance where you might need to 
project ahead a little bit and sort of anticipate some of 
the things that might go wrong for you? Would that be a 
useful thing to do? 
Nancy: Yeah, it definitely would. I've been trying to do 
it since it came up. The pros and cons: how am I going 
to feel working in that capacity again... 
R. As a direct care worker as compared with a supervisor/ 
administrator. 
Nancy: Right. 
R: How will it be for you? 
And Nancy does respond to this suggestion and an exploration is made of 
some of the possible pitfalls as well as joys. 
By session 5, Nancy has had a few days on the new job and the 
counseling again focusses on some of the realistic aspects of it, some 
sources of conflict: 
R: Can you think of any other sources of conflict for you? 
Nancy: I think there will be times when I just get bored. 
Sick of it. Luckily I can always take a day off; there's 
back-up help. 
R: And this clearly isn't the right time in your life for 
the big opportunity to come along. 
Nancy: That's my feeling. 
R: Given what's happening in your life and the ages of your 
kids, that an ideal attitude is to stay with what is, and 
keep your hopes and expectations alive, but focus on making 
each day work for itself. 
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!?-h: * "eed t°.9et back into that. I have been 
sort of blinded by ambition. To prove myself. 
By session 6, there is a visible quieting down; the struggle to do 
everything at once and superbly has been somewhat relinquished. She 
and Joel have been talking a bit more and last night, she says, he 
really listened to her talk about her new job. The counseling 
reaffirms the need to maintain the holding pattern and to be patient 
about fulfilling her ambitions; it will all happen in due time: 
R: You seem steadier than when we started; you seem more 
centered. As though you have a little bit better handle on 
what you need to get through. You're in a difficult period 
of life — little kids, your husband starting out in 
business, you wanting to move in a career direction, 
toward law perhaps, being stymied right now. That's very 
difficult for a person like you. You'd really like to get 
on with it, get out there and really begin. And the 
holding pattern that we're talking about, this is the time 
for you to maintain that holding pattern, but it's terribly 
difficult. Law school seems like a good direction for you 
and maybe it's a year down the pike and maybe two, but 
you're still young enough to do it. 
Nancy: That's what I have to keep focussed on. What I'm 
doing now doesn't necessarily mean that I'm stuck doing it 
forever. I have a little better perspective on that. 
R: There's something to be said for entering the school and 
career thing late. And late can be in your 30's or 40's or 
50's. You come in with an enormous amount of knowledge of 
the world and experience. Consistently, all across the 
country, older women in school make the highest grade point 
averages of any group. 
Nancy: We are good workers. We've had to do it on no 
sleep. 
In Sonia's case, the solution was different, although the process 
of identification of problems and acknowledgement of their validity was 
similar. She was ready for a career move ahead. What held her back 
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was her husband's inability to move in his own career; she didn't want 
to outpace him. Nevertheless, when she opened herself to an oppor¬ 
tunity for advancement, one appeared, and she was able to accept it. 
Letting go some of her needs to be "super-mom" and still feel 
responsible and competent and caring helped her to make the decision to 
take the training opportunity when it was presented. 
As a result of Sonia's trying to do everything, she goes what she 
calls out of control, blowing off at everybody. The counseling here 
focusses on some possible alternative ways of handling situations that 
cause this: 
R: When you say "out of control," you mean both out of 
control of the situation and out of control of your own 
feelings. 
Sonia: Yeah. And I feel if I'm not able to decompensate, I 
won't be able to function. 
R: I'm wondering if there's an alternative behavior...right 
now thinking in terms of your welfare. Because two things 
happen at least. One, you don't look good to your family 
and the second is that you don't feel very good about 
yourself. And three, it probably doesn't get the results 
you want, does it? 
Sonia agrees that it does not, and an exploration is made of ways that 
might be more effective. And of the usefulness of sharing with her 
family some of her own needs for a somewhat organized and responsive 
household when she returns home. 
Sonia: I would like myself to be more straightforward about 
it, stating my own needs, but I think even growing up I 
never learned to state what my needs were. 
R: You were worrying about meeting someone else's needs. 
Sonia: Always, always, always. 
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After more discussion, we determine that a more comfortable device 
for her would be to come home, take a shower and change her clothes and 
then deal with the household. 
Sonia: I'd be willing to try that, 
to do more for myself. I'm really into trying 
In session 4, there is a review of an episode at home which Sonia 
dreaded; a visitor for dinner and the house in chaos. Sonia had 
described her arrival home and feeling very uncomfortable because 
things were in fact quite serene and she felt unneeded. She wanted to 
step in and take charge and there was nothing for her to do. 
R: I wonder if it's a clue, if it gives us a little clue to 
this transition problem that you're having. Of leaving 
your role as a professional and coming into the house and 
feeling that demands are made on you immediately that you 
have to respond to, and that are the cause of some 
irritation and anxiety and resistance and a whole lot of 
other things. But when the situation occurs when you're 
not needed....you're left feeling bereft. Have you felt 
that? 
Sonia: Well, I think I mentioned once before, once you take 
on this role, it's a role that causes some degree of anger, 
but it's also tough to let go and to find something to do 
in its place. It's a hard thing to give up. Because 
you're so into performing.... 
R: It indicates that you might be colluding in your own.... 
Sonia: Oh, I'm sure I am. But it's hard for me to break 
away from that. And I think I did, eventually. It took a 
few minutes. It's a hard thing to do. 
R: But you did it. 
Affirmation that she can make changes, and that the household is 
perhaps not as fully dependent on her as she imagines. Later in this 
session, the focus shifts to jobs; her desire to move forward; Rob's 
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inability at the moment to move forward in his career. Again, support 
for her moving toward a graduate degree which she seems to want but 
feels guilty about. 
R: So your role is a thorny one. Not only maintaining your 
own professional identity but doing it in the face of a 
situation where your husband's sense of his own 
professional identity is in jeopardy. 
Sonia: He's had a struggle. He withdraws. He's scared. 
R: There is a core of strength in you that I don't think 
you are drawing on as much as you might be. 
S: I've always credited myself with being a survivor. 
R: You are a survivor. I think I'm suggesting that you 
have the capability, the intelligence, the strength to get 
a little more control over things. It's a matter of 
letting yourself use these strengths you have. Casting off 
things that you don't really need to worry about. 
S: I've worried a lot and it hasn't changed anything. 
R: You make demands on yourself, and you've developed a lot 
of iron in yourself. And I think you can say: ok, I can 
do it. I've proven I can survive with some grace and style 
and I can let some of these worries kind of fly away and 
not use up my energy. 
S: It does take a lot of energy, the worry, and it does 
distract me. And it limits my potential. 
Between the 5th and 6th sessions, a training opportunity has come 
up for Sonia and she has accepted it. This, in addition to the course 
which she has decided to take will make a full program. But she now 
seems ready to handle these new developments. The question of how her 
husband sees is asked. 
S: He's pleased. He thinks it's a great opportunity for 
me. It will meet my need for more stimulation on the job. 
R: Given the circumstances, is he envious of you? 
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S. He s very much invested, he admits this, in what I do 
he?s dSinn 1naUf- ^ Want t0 think about what he s doing. So it s easier to be excited about me 
Counseling affirms her decision and points up the positive aspects 
R: You've got a lot to think about, but it sounds very 
positive. That you're in a pretty good place. 
SL V!n rp!eased with what's going on in my life, but worried 
about fatigue and crashing. 
R: You are understanding better some of your own needs. 
S: I understand them, but lots of time I don't know how to 
proceed. But I'm getting better about that I think. I 
feel good about things. 
Martha's case appeared different and not different. As noted, at 
41, she somewhat surprisingly fit into Figure 4, where family issues 
were central. She is off time" in family areas and in a more typical 
work setting, where she perhaps would not have had the wide leeway for 
time off and an exceptionally compassionate supervisor, we can specu¬ 
late that home problems might have seemed overwhelming when compounded 
with job problems, and she would have more nearly resembled women in 
their 30's. Martha wanted from counseling a listening ear and an 
affirmation that she was doing well in her new role of stepmother to 
four sons, mother to her own daughter, and loving wife to a new 
husband. She received this. In addition, she vented some still active 
anger at her first husband and this is looked at in counseling: 
R: You've said, two or three times in the past minute or 
so: my anger at him. 
M: It's there, sure. 
R: It's still there. 
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M: Sure. 
R: How do you deal with it? 
M: I don't. I really don't. 
R: You stuff it down? 
M. I stuff it down. Just before we got ready to move out 
of our nouse, I had my cat put to sleep. He was old and 
had problems and I really couldn't have him with us. He 
was part of my family with Tony....I cried harder in the 
car and while I was there than I had two years earlier when 
Tony left....And I just cursed Tony the whole ride and you 
son of a bitch and this is what I have to do because you 
left. J 
This is pursued for a bit longer; she seems to accept this and assume 
that it will diminish in time, which indeed is quite likely, given the 
fact that she loves Peter and is happy with him. In the 5th session it 
comes up again in connection with the divorce. The following ensues: 
R: You indicated one time when we were talking that your 
love for Tony was a special kind of love and you have not 
gotten over it and that Peter's was a different kind of 
love....Do you have any insights about whether that first 
love is the intense one and now you've matured and what 
that's all about. 
M: Well, they are entirely different men and I react to 
each one of them differently. But I also think that 
because Peter and I were coming from the same place, we 
have more of an appreciation for each other. 
R: Coming from the same place in that you both experienced 
rejection from your former spouses... 
M: I think we try to be kinder to each other and appreciate 
each other more and be more respectful of each other's 
feelings. 
In the last session, Martha talks about a recently discovered case 
of high blood pressure, and in connection with that, says: 
M: Some days you get so uptight your skin is crawling, or 
you want to jump right out of it...I bite my tongue and try 
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whnii°wnd9 kid-s a11 the time- 1 cannot change the 
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R. And when you say bite your tongue, you mean curb an 
impulse to say something, you hold that back. What process 
do you use for stopping yourself from doing it? 
M: Just sort of an amazing self control that I'm not going 
to let either the person or the situation get to me. That 
it s just not worth it....I tell myself I'm not going to 
say anything, but I suppose inside it's adding to the 
turmoil. 
R: Yes, I suppose we could assume that. Part of it, 
however, is how you tell yourself. You can tell yourself 
that you are a wise woman and mature enough to let this go, 
and in the process of telling yourself that make yourself 
feel like a wise woman who is able to deal competently and 
lovingly with these things. Or you can say to yourself: 
I m not going to yell at those kids one more time because 
they won't learn anyway, and I'll just have to suffer 
through this. Which then makes you feel like an angry 
martyr and makes you feel negative. So the process can 
become an important part of the piece. So does you tongue 
feel bitten off or does it feel nice. 
Martha seems, in fact, to have things in fairly good control, 
although the high blood pressure indicates that it is taking a toll. 
The method of monitoring one's attitudes toward what one is doing may 
help in a small way. In general, affirmation and support seem to be 
what she was looking for, and this was received because it seemed 
justified and an honest reaction to a difficult job quite well handled. 
Caroline, 47, appeared to be almost the prototype of the woman in 
her mid-40's discussed in the literature (Deutsch 1945; Livson 1976), 
dealing with self-system issues; this was revealed partly in the first 
session and in successive sessions when her repeated need for self- 
assessment and instrospection surfaced again and again in different 
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forms. There were job issues but these also had self-system overtones; 
leaving one job because she felt it was not permitting her freedom and 
growth that she felt she needed was evidence of her attention to self¬ 
system needs. Counseling for Caroline helped to "give herself 
permission" to focus on herself and to make changes if these seemed 
compatible with other factors in her life. 
A few of the counseling interventions relating to this are given, 
giving an opportunity for Caroline to probe more deeply if she wishes: 
Session 1. 
R: And you feel that whatever's going on in your life now, 
that isn't satisfying enough or doesn't encompass enough? 
Session 2. 
R: You are pondering what parts of things do I want to 
keep in my life and what parts do I want to change; there 
is a kind of quality of intensity and that's fatiguing. 
Session 5. 
R: I sense there's something about this that is very dis¬ 
tressing to you, that I think we haven't unearthed. 
(Caroline has become quite agitated.) 
Session 6. 
R: The hesitation and not being sure seem to have been 
related to some other issues besides the jobs themselves. 
So you're feeling pretty comfortable about it? Thinking 
that this is our last session, are there any loose ends 
that need to be tied up? 
Elizabeth and Meg, both in their 50's, presented yet different 
problems, both of which were focussed almost entirely on work. Self¬ 
system issues were involved, as they always are, and old patterns of 
relation surfaced, particularly in the case of Meg. Elizabeth seemed 
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to have been caught in two work situations where two ambitious young 
men were seeking to replace her, and did. She was neither skilled 
enough in workplace politics nor motivated enough to win either fracas. 
She was devastated and depressed. Counseling helped her to pick up the 
pieces and move on from there, using her quite special creativity and 
flair to go in a new direction where her music would remain a focal 
point in her work life. 
E: I enjoy teaching (she refers to her students whom she 
teaches at home) and that pays better than these jobs at 
the colleges do. But I don't want to be at home. I don't 
want to be locked into the house. I like going out and 
experiencing some interchange with people. I like earning 
my own income; I feel it's important to me, whatever it 
is. ..But the only really challenging thing isn't paying, 
which is performing. 
R: There's sort of a balance between earning some decent 
money and having the creative part of you given its full 
scope. The idea is to get enough of one and enough of the 
other to be satisfying. 
This leads to a lengthy exploration of job options, which continues 
more or less throughout the work together. Responses to ideas of 
various sorts fall into the following patterns: 
R: So this musical ability and this ability to organize, 
the sense of style and elegance needs to be combined in 
some way. 
And later, in Session 4, discussion of Elizabeth's discomfort with 
her job leads to: 
R: Part of what goes on in the work world right now for you 
is that you feel powerless. 
E: And I'm not in control of my own life. And it's not 
that I want power over them. I really don't. And I don't 
envy their lives. I like my life. I'm not asking for 
that. It might sound as I want to be boss, but that's not 
it. 
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subtle 1 don t see it that way. It's something more 
!; And lt< contributes to the peaks and valleys thing. (She 
is referring to the fact that during the past week she has 
had some real ups and real "downs." The "ups" connected 
with her private students, the "downs" with her playing at 
the colleges. y 
This is discussed at some length and in session 5, she says: 
E: The reason is that since I've seen you last, I've made a 
decision. I will finish out my term, but I've quit. I 
made that decision last Friday. 
R: What precipitated that? 
E: What precipitated it was my spring schedule. I looked 
at it quite coolly and decided I could not accept it. And 
before I did anything, I called H., who is in charge of it 
and spoke to her and asked her if there was any way to make 
it more compatible. Classes back to back. There wasn't. 
R: How do you feel about cutting the cord? 
E: I feel good and I feel awful. Both. The good thing is 
that I think I've resolved and survived with a sense of 
self and that is good. More open now, having done it. I 
feel I can explore more. I feel bad it's come to this and 
I think it's real. I said to H. that I feel undervalued 
and underutilized and I love to work and I want to work and 
I don't feel that I'm being used properly. And I feel a 
sense of failure. I'm willing to take it on myself, but 
why should I? Why should I feel guilt about this? 
R: You said, "taking it on yourself." What do you mean? 
E: Well, feeling what have I done that caused this and 
I've analyzed it quite carefully and, to be honest, I think 
what I do is good. 
R: That sounds as though you are honest and you have looked 
at it. And we've looked at it together. 
In this case, there was not active support for the decision; she 
had come to a decision quite on her own, although it is clear that the 
counseling gave her some sense of her own ability and possibilities. 
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But now, the task of finding a new job is a real one; she has decided 
to quit. So the focus of the sessions shifts to the methods by which 
one gets a job. And she is asked whether indeed talking helped move 
her toward this. 
R: You seemed to have resolved something in the talkinq 
Did the process of talking help clarify things for you? 
E: I do feel that I've finally resolved something. 
R. The ability to be comfortable with not knowing all the 
future roles seems to me to come from a position of 
strength. 
Meg, although she had worked all of her life in business with her 
husband, was finding supervision form another man difficult. Reverting 
to old father/daughter behavior was proving self-destructive and 
humiliating. Helping her to see herself as a competent, capable, 
intelligent and mature woman, to face problems directly yet with 
sensitivity, was the focus of the work together. Self-defeating 
patterns of relating to men in authority might yet prove her downfall. 
Nevertheless, there were perhaps a few steps taken toward self- 
knowledge and growth. Again, a supportive husband and adult children 
who were self-sufficient and doing well allowed Meg to focus on work 
issues. This is not uncommon, as noted by Sheehy (1979); by this time 
women have either gotten out of bad marriages or made workable 
compromises in less bad marriages, or sailed along in good marriages. 
But the marriage is no longer so compellingly salient as it is in the 
early years (Bernard 1972); the focus is elsewhere. 
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The job issues for Meg had to do, as noted, with her relationships 
with youthful male supervisors. But the issues were different from 
Caroline's, who was less concerned with the job itself than with her 
own sense of herself. With Meg, as noted previously, the focus was not 
on self-development, but rather on tactics, although of course there 
was attention, as there always must be, to her own attitudes and be¬ 
havior. But counseling focussed on Meg's experience and strengths as a 
mature woman. In response to Meg's telling of her placating behavior: 
R: Even though you're a very powerful woman by virtue of 
your experience and your education and your intelligence. 
And Meg acknowledges that she "rolls over" very easily. And this 
becomes something of a focus as ways are explored to change this self- 
defeating work behavior. In session 3, for example: 
R: So learning how to avoid such a situation becomes very 
important to your professional career right now. 
M: Oh, yes. Very important. 
And in session 4: 
M: I lose my ability to think. 
R: So perhaps a moment of quiet will give you back that 
ability to think. First, you will allow yourself to feel, 
recognize the feeling, and then think what to do with that. 
And the pausing, the waiting, is a very powerful gesture. 
Meg ended the sessions by saying that she felt much better about 
the job situation and herself in it. 
Some reflections on the counseling 
As suggested earlier, the somewhat nebulous, but nonetheless real, 
societal pressures on working women with families surfaced intermit- 
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tently throughout the counseling sessions. Conflicting roles and 
responsibilities as mothers and workers seemed especially painful for 
Nancy and Sonia. The possibility that a gain (her new job oppor¬ 
tunity) would become a loss (her husband's faltering self-esteem) was 
an issue for Sonia. Meg seemed particularly susceptible to what she 
believed was considered appropriate behavior for a woman, regardless of 
its inappropriateness in the work setting. Further work would perhaps 
have uncovered additional conflicts; limited time precluded this. 
The establishment of mutuality of counselor and counselee in the 
counseling process acknowledged the subjects as mature, functioning, 
responsible adults. The problems which they identified were accepted 
as real and worked on together with the counselor. The movement toward 
problem solving proceeded from this identification and took into 
account the limitations of the counselees as well as their potential 
for change. "Change" for working women with families is intimately 
bound to their family and work environments. Changes in themselves 
will very likely affect those close to them in both settings and 
therefore were considered carefully. The counselees' own sensitivity 
to the impact of their behavior on others was evident throughout the 
sessions. This was supported by the counselor when this was not 
destructive to the counselee; if it appeared to be self-defeating, it 
was proposed that the issue be re-examined. Sessions were terminated 
with re-affirmation of the counselees' strengths and abilities. 
CHAPTER VII 
CONCLUSIONS 
SUGGESTIONS FOR FURTHER STUDY 
This exploratory study of working women with families attempted to 
identify some of the issues around this dual role--worker/wife-mother-- 
for women, and to propose a model for counseling them that would 
address their complex needs. 
The purpose was at least four-fold: first, to present relevant 
literature from the currently somewhat disparate disciplines of 
sociology, psychology, economics and history and suggest the inter¬ 
relatedness of this material and its relevance to the experience of 
working women with families; then to propose a conceptual model for 
counseling working women with families; next to test, with an 
illustrative sample of working women with families, the usefulness of 
the model; and finally to integrate the results of the subject inter¬ 
views with the literature findings. 
Thirty-six counseling hours with six women aged 30 to 60, all full 
time workers, all married with children, all native-born Caucasians and 
all college graduates, formed the basis of the study. 
The four components of the counseling method used in this study 
included: 1) the establishment of a partnership with the counselee to 
work through problems mutually; 2) the identification of problems by 
the counselee, with the counselor acting as supportive guide; 3) the 
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mutual search for solutions, acknowledging that final "solutions" do 
not exist, but that modifying stress is a possibility; 4) the mutual 
assessment of problem-solving strategy and a reassessment if this seems 
necessary. 
Conclusions drawn from the material are suggestive rather than 
definitive because of the qualitative nature of the data. What follows 
is a summary of the data and their correlations with both the litera¬ 
ture and the model. 
There appear to be a number of inherent conflicts for working 
women with families; these have been both identified in the literature 
and conveyed in the counseling sessions of this study. The four 
explored in this study include: the development of individual 
standards versus what are thought to be societal norms; autonomy and 
separation versus enmeshment in the family; roles and responsibilities 
as wife/mother versus roles and responsibilities as worker; and the 
myths versus the realities around both work and the family. Each of 
these conflicts seems to have surfaced for these subjects; but what 
appears to be important is the ubiquity of conflict per se for working 
women with families, at least for those who sought counseling. Whether 
the conflict focusses on family, work, the self-system or the interface 
may be related to age. Thus, knowledge of developmental issues for 
women becomes an important component of the model relating to self; 
counselors may be helped to assess discomfort or dysfunction by an 
understanding of these changes. 
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Self-system 
The model suggests that women's self-systems are the pivotal 
fulcrum on which work and family are balanced. What also appears to be 
true, however, is that her focus on self may change over the life 
course. The few studies on women's development and some material from 
the psychoanalytic literature (e.g., Deutsch 1945) indicate that fairly 
significant changes in focus may take place for women over the three 
decades studies in this paper. As women move away from the highly 
relational focus of the 30's into the more self-absorbed 40's, they 
seem to begin a period of self assessment and introspection that may 
even be called an identity crisis, to use Erikson's (1968) term. If 
they resolve the issues that surface during that decade, they are 
likely to move into their 50's with a more stable sense of self and 
less conflict and confusion over their roles as women. Their marriages 
may become less salient (Bernard 1972), their jobs more so. Five women 
appeared to resemble this age configuration; the sixth, aged 41, more 
nearly resembled women in their 30's. The problems they presented 
reflected their age differences to a surprising degree. Whether this 
is developmental or sociological is an open question; it is perhaps a 
combination of both. Most important for counselors is the acceptance 
of these differences in the context of knowledge about psychological, 
sociological, familial, and economic theories as these relate to work¬ 
ing women with families. A warning should be sounded, however, that to 
over-simplify this complex and multi-level developmental process would 
do a great disservice to women. Simplistic pronouncements about "all 
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women" have done enormous harm and have made it difficult for highly 
individualistic women to take less traditional paths to fulfillment. 
In addition, much of the research has been done on married women of the 
middle classes, so that single women, underclass women, black women and 
women who are "off time" in their developmental stages are perhaps 
under-represented. And it has only been in the past dozen years that 
research on women and their development has been done at all; the 
citations in even so recent a publication as Okun's (1984) reference 
researchers whose work has been done primarily on men but whose results 
are applied to "adults" which presumably include women. Differences 
are not always noted between the two sexes, however, and as Gilligan 
(1982) has pointed out, when they are, women's differences are not 
infrequently considered underdevelopment. 
WORK 
The model, drawing from the literature, suggests that work is a 
more important component of working women's lives than has been 
thought, and that working women prefer to remain employed, however 
difficult the struggle. Howe (1977), Rubin (1979), Yohalem (1980), and 
Walshok (1981), writing of educated and less educated women, pink 
collar, blue collar and white collar women, all confirm that the women 
in their studies believe that working is better than staying home. It 
was a strongly held opinion of those women, and this appeared to be 
true as well of the subjects of this study, that almost any job is 
better than no job. Despite the hardships, working seems to compensate 
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for the tremendous energy and "juggling act" required to manage both 
work and family. Working seems closely tied in with a sense of 
identity and autonomy and "being a professional" is part of that. And 
"putting down roots" in the work world--staying in a job setting—was 
also reported to be important to all of the subjects, although only two 
had found settings where this had become a reality. One had just lost 
a six-year position, and part of her reason for coming into the study 
was to explore the grief and anger around that loss. The others were 
moving about somewhat in the same professional area, seeking the 
position which both contributed to their own needs and to which they 
could make a significant contribution. The three older women reported 
struggling with on-the-job issues having to do with either supervision 
by or competition with younger men. But they seemed more interested in 
developing a strategy for its prevention in the future or in moving on 
the next challenge, than in attempting to uncover the hidden dynamics 
of the conflict. 
The model suggests that work moves to a central position for older 
women and the literature on developmental issues for adult women also 
suggests that this is a likely situation: that work (or other agentic 
interests) may become a central focus in women's lives as they move 
into their 50's. The literature on older women j_n the workplace is 
somewhat sparse. The Women's Bureau of the Department of Labor (1979) 
sees the entry of older women into the workplace as an important eco¬ 
nomic and social trend, but there seems to be little material on what 
happens to them as they become part of the work force. 
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The economic and sociological literature is fairly consistent in 
its assessment of women's status in the workplace: it is second to 
men. Women consistently earn less (59 percent); they receive fewer 
benefits; in academia, they are less likely to receive tenure; in most 
areas they are likely to be overqualified for jobs that are available 
to them. Horizontal and vertical discrimination is endemic. There is 
some universality in these judgments and this factor in women's lives — 
somewhat pervasive discrimination—was considered to be an important 
element of the work component of the model. It did not surface, 
however, in the counseling sessions; it did not appear to be a source 
of current distress. It must be remembered, however, that all these 
women were married and that family income appeared adequate. Given a 
longer counseling period, say six months instead of six weeks, salary 
disparity and other workplace inequities may have surfaced. 
FAMILY 
Despite the great surge into the workplace of women with families, 
the expectation generally is that they will, by and large, continue to 
carry their home/family responsibilities almost as completely as before 
they started to work. This expectation appears to be both self-imposed 
and other-imposed. The responsibility for home and family appeared to 
be felt keenly by the women in this study and this is confirmed in the 
literature. Even the one woman in the study whose husband was 
unemployed felt this; when she arrived home from work she felt she must 
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somehow 'take over;" it was a way, she said, of assuaging her guilt at 
working at all. 
If men and women begin marriage sharing equally in the household 
responsibilities, this is very likely to shift after children are born, 
when the woman assumes the major portion of both child care and house 
care, even though she continues to work. Although the popular media - 
press and television, for example - are beginning to describe couples 
who are egalitarian in concept and in practice, the sociological and 
family literature does not yet seem to be reflecting in its studies 
what may in fact be a growing trend. 
Counseling sensitivity to changing mores is part of the repertoire 
of skills that this paper has suggested, as part of the model's 
theoretical foundation. 
The literature on dual-worker families indicates that regardless 
of the degree of career commitment on the part of the women, "his" 
career is likely to take precedence over "hers" (Paloma and Garland 
1971). This was true in five of the six women in this study; the only 
exception was the non-working husband. Pay differentials may support 
the logic of this situation. If he is making nearly twice as much 
income, it is logical that his job should be held in higher esteem. 
But as an issue, this did not surface in this study. 
An issue which did surface and which the literature discusses, is 
that of a wife moving ahead in her career while a husband either 
remains stationary or falls back. As noted in Chapter II, this can be 
a highly threatening situation for some men and may actually put the 
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marriage in jeopardy. In this study, the woman with the unemployed 
husband, offered a promotion in her job setting, had some doubts about 
accepting it because "his ego was currently so fragile, and his work 
status in such question." After talking it through in counseling, she 
discussed it with her husband and decided to accept the position. But 
this situation, according to the literature, is a perilous one for the 
stability of the marriage and knowledgeable counseling may help a 
couple deal with it in mutually growth-producing ways. 
Work/family interface 
The model is based on the concept that for working women with 
families, both work and family must be considerations in counseling; 
that both are likely to produce both satisfactions and stress, and that 
the combination of working and family management has complicated 
women's lives considerably. Both the literature and the counseling 
sessions with the subjects seemed to reaffirm this complexity; the 
multi-dimensional quality seems to be placing enormous demands on 
women's physical and psychological resources. 
The model predicated differential impact on different age groups 
and indeed this seemed to be true of the women in this study. The 
three youngest appeared particularly stressed because of this 
work/family overlap; their families, with young children, seemed 
especially demanding of their time and energy. The difficult decisions 
around allocation of this time and energy seemed to generate a good 
deal of conflict in their lives. Their counseling sessions were said 
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to be the first opportunity they had to verbalize some of the conflicts 
and strains. "By four o'clock, I feel as though I've hit a brick 
wall," or "I feel like a giant ice cream soda and everybody's got their 
straws in me," or "Having two hours to shake down pears from the pear 
tree with my two-year-old daughter was a real luxury," were 
representative comments. In these cases, discussing some of these 
conflicts and stresses with their husbands was also reported to have 
occurred for the first time during the period of these counseling 
sessions; the subjects were motivated to share problems with their 
husbands more openly than heretofore. This was an unexpected benefit. 
It appeared that the diminishing demands as families became older 
and more self-sufficient made the work/family conflict less stressful 
for the three older women. They seemed able to focus more completely 
on work issues; conflicts within the work setting apparently drew them 
into the study. But all six of these working women with families 
considered family commitments to be of primary importance; when and if 
family emergencies occurred, they took priority over work demands. All 
six women, however, have apparently become very adept at managing 
emergencies either at home or at work without allowing the other to be 
overly affected or in some cases even to be aware of the conflictual 
situation. At the same time, the stress of the conflict was said to 
have been borne more or less internally and alone. Therefore, the 
effect of the stress was more likely to have manifested itself in less 
direct and more subtle ways. Yet not working, for this group, was 
almost never a consideration; work is also considered to be an 
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important part of their lives, closely tied in with self-esteem and 
feelings of purpose. 
The work/family interface appears to elicit stress not only around 
time and energy allocation, but also with issues of role and identity. 
The role configuration of a mother and/or a wife invokes a cluster 
of "ideal" qualities that are not infrequently contrary to what are 
considered "ideal" worker qualities. On the one hand, the expectation 
is for nurturant and affiliative and supportive behavior; on the other, 
for autonomous and agentic behavior. In reality, of course, a woman 
needs to both affiliative and instrumental, both nurturing and compe¬ 
tent, to manage the dual roles she assumes in the workplace and the 
home. Competence in tandem with caring is necessary for family manage¬ 
ment and seems to be of increasing value in the workplace. 
Part of the importance of the model for counselors is its reaf¬ 
firmation of the dual importance of work and family to working women 
with families. Both work and family are important; each appears to 
have a function in women's sense of fulfillment and achievement. 
Suggestions for further study 
Women in their 301s 
The work/family interface seems especially stressful for women in 
the decade of the 30's, when women are likely to have young children at 
the same time that they are attempting to stabilize themselves or move 
forward in careers. In addition, their husbands are likely to be 
heavily invested in their own career development, perhaps creating 
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conflicts between their ambitions and their wives'. As noted, in such 
a conf1ictual situation, a husband's career is likely to take pre¬ 
cedence over his wife's. If this is indeed true, there may be further 
implications for the woman. For example, what seems not to have been 
examined is the effect of this "stepping aside" process on the wife. 
Is the woman permanently affected, either career-wise or 
psychologically? Does she recover fully her work status or is she 
forced to delay permanently her own progress? Yohalem (1979) has 
examined some aspects of this but more remains to be done. Do 
different professions exace different penalties? Might delay be an 
advantage in certain work areas where age might work for instead of 
against a woman? What motivates women to sacrifice their careers for 
their husbands'? What are the implications for counseling? 
Women in their 40's 
Indications are that women in the mid- to late-40's are concerned 
more directly with self-system issues. 
The introspective quality of women in their 40's seems a fruitful 
area for further study. And if indeed a woman is experiencing an 
"identity crisis" of sorts, what are the implications for counseling? 
How can counselors help a woman through this difficult and challenging 
period at the same time that she is functioning in a job and main¬ 
taining a family? If, as is likely, she has adolescent children who 
are dealing with their own developmental issues, what are the implica¬ 
tions for counseling? How can the shifting focus be evaluated without 
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sacrificing, during the self-exploratory process, either work or family 
commitments? How can counselors remain sensitive to this developmental 
issue and support and aid a woman as she goes through it without 
minimizing her need for autonomy in decision making or encouraging 
narcissism and pathological self-absorption? 
Women in their 501s 
Those women who resolve the "self-system" issues in their 40's 
seem freed to pursue work and career goals in their 50’s without the 
complication of identity issues. If this is true, then what of the 
woman who does not resolve the "identity crisis" of the 40's and enters 
the 50's without resolution, without the sense of command that is said 
to be characteristic of the decade? Bart (1971) suggests that the 50’s 
may then become a period of depression and anomie. Can the steps be 
retraced, with the aid of the counseling process, and the issue be re¬ 
negotiated a decade later? What are the effects of this delayed 
attention to an earlier developmental issue? What additional skills do 
counselors need to work with women in their 50's that are not currently 
part of their training to address this and other age-specific issues? 
Does the age of a counselor make a difference in the degree of her 
sensitivity and competence when working with women of the same or 
different ages? 
Further possible areas of study 
This study was termed a "beginning exploratory" look at working 
women with families in the 30's, 40's and 50's, but do working women 
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without families confront some of the same problems and attain similar 
satisfactions as working women with families? How are they alike, or 
different, in the problems they bring to counseling? How do they 
compare with non-working women? How can women deal with what Gutmann' 
calls the unisex of older age? What implications does this have for 
marriages? And the workplace? How do women adapt to the "less sali¬ 
ent" marriages of which Bernard writes? If older women have a desire 
to move into the workplace, how can the workplace make the most intel¬ 
ligent use of their abilities? What emotional debris is left from the 
earlier work/family conflicts of the 30's that affects women in their 
40's and 50‘s? 
The persistence of the second-place status of women in both the 
family and the workplace seems evident. Why do women appear to accept 
both so readily? What are the factors both economically and societally 
that support this status? 
These specific questions may suggest a more general one, which 
might be the need for more basic research on the developmental process 
for adult women and the implications for counseling. The interacting 
variables of age, family, economic and educational status, combined 
with critical choice points along the life course, have not been con¬ 
sidered in the context of a structured developmental theory. It is 
beyond the scope of this paper to propose the direction of such re¬ 
search, only to suggest that it is long overdue. 
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